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ABSTRACT 

Pay equity, sometimes referred to as comparable 
worth, is a remedy for wage discrimination based on race or sex. It's 
basic premise is that pay should Je based on job-related factors such 
as skill, effort, responsibility and working conditions, not on a 
worker's jender or race. Studies have consistently demonstrated that 
30bs predominantly held by women and/or people of color are paid less 
than comparable jobs held by white men. Furthermore, studies have 
shown that these jobs are undervalued because they are held by women 
and/or people of coxor. In the 1980s, pay equity became a major 
political issue. During the decade pay equity initiatives in the 
public sector brought over $450 million to thousands of women and 
people of color working for states, cities, counties, school 
districts, community colleges, and hospitals. The facts about pay 
equity activities during this period are documented in this 
comprehensive repor'*.. Three levels of pay equity activity are 
identified: researr.*/data collection; pay equity study; and pay 
equity adjustments. The means by which the activity at these levels 
has come about also are discussed and include collective bargaining, 
legislation, litigation, and grassroots advocacy. The body of the 
report is given to discussion and analysis of these pay equity 
activities as they have occurred in the federal government, states, 
counties, municipalities, school districts, and colleges and 
universities. The appendix includes a 22-item reference list, a 
glossary of terms, and a questionnaire on public sector pay equity 
activity. (DB) 
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About Pay Equity Activity in the Public Sector^ 

1979 - 1989 

In 1984, NCPE published Who's Working for Working Women , jointly 
with the Comparable Worth Project (Oakland, CA) and the 
National Women's Political Caucus, to document how the 
principle of pay equity was being applied by state and local 
governments and to serve as a reference guide for public 
officials and others considering taking action through 
government initiatives. The report identified over 100 
government initiatives undertaken by school districts, 
counties, municipalities and state legislatures in at least 30 
states. 

In the years that followed the release of Who's Working for 
Working Women, NCPE continued to document the number of 
jurisdictions in the public sector that were addressing sex- 
and race-based wage inequities. Information-gathering efforts 
produced surveys of state-government level pay equity from 
1985 through last year's NCPE Survey of State-Govemment Level Pay Equity 
Activity 1988. Also, in 1987, NCPE released its Survey of Pay Equity 
Activity in Colleges and Universities and Survey of Local Pay Equity Activity. These 
reports identified a burgeoning number of jurisdictions that 
were examining their wage-setting systems for sex and race 
bias and making pay equity wage increases for women and people 
of color in undervalued jobs. 

Pay Equity Activity in the Public Sector, 1979 - 1989 represents NCPE's 
most comprehensive effort to date documenting the initiatives 
taken by public sector employers to address sex- and race- 
based wage inequities through pay equity. 

This report has not been copyrighted. NCPE encourages 
readers to use it to stimulate new dialogue on pay equity as a 
strategy for closing the gap in wages between women and men 
and between whites and people of color. We appreciate a 
citation as the source of the information contained in this 
report. 

Additions to the report are welcome. Public sector 
employers, unions and organizations that would like to include 
their jurisdiction's pay equity activity in future reports by 
NCPE are invited to complete the questionnaire included in the 
appendix and return it to the National Committee on Pay 
Equiry. 
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About the National Committee on Pay Equity 



The National Committee on Pay Equity, formed in 1979, is 
a national membership coalition of labor, vvomen's and civil 
rights organizations, religious, professional and legal 
associations, state and local pay equity coalitions and 
CO omissions on women and individual women and men committed to 
eliminating sex- and race-based wage discrimination and to 
achieving pay equity, 

NCPE provides leadership, information and technical 
assistance to pay equity advocates, public officials, 
employers, the media and the public. 

As a central clearinghouse for information on pay equity 
activities throughout the U.S. and the world, NCPE maintains 
data and contacts for hundreds of jurisdictions. Employers, 
researchers, advocates and others are encouraged to assist 
NCPE in its information-gathering efforts by sending reports, 
articles and other materials to its Washington, DC office. 

A non-profit, tax-exempt organization, NCPE is supported 
by dues, special contributions from members and grants. 

For more information, contact the National Committee on 
Pay Equity, 1201 Sixteenth Street, NW, Washington, DC 20036. 
Telephone: 202/822-7304. 
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OVERVIEW 

From Washington state to Washington, DC, pay equity 
initiatives in the public sector have crossed the map, 
bringing over $450 million to thousands of women and 
people of color working for states, cities, counties, 
school districts, community colleges and hospitals* Pay 
equity became the issue of the 80 's for workers, unions, 
women's and civil rights advocates, governors, 
legislators, personnel managers, city council members and 
others in hiindreds of jurisdictions nationwide. The 
National Committee on Pay Equity has documented the facts 
of the decade's pay equity activities in this 
comprehensive report. 

What is Pay Equity? 

Pay equity, sometimes referred to as comparable 
worth, is a remedy for wage discrimination based on race 
or sex. Its basic premise is that pay should be based on 
job-related factors such as skill, effort, responsibility 
and working conditions, not on a worker's gender or race. 

Studies have consistently demonstrated that jobs 
predominantly held by women and/or people of color are 
paid less than comparable jobs held by White men. 
Furthermore, th^se studies have shown that these jobs are 
undervalued becouse they are held by women and/or people of 
color. 

What IS the Status of Pay Equity in the F^ublic Sector? 

For the past ten years, at the urging of unions and 
women's organizations and a growing number of civil 
rights organizations, public sector employers have been 
slowly but steadily examining their wage-setting systems 
to find that m&iny facets of the work required in female- 
dominated occupations have been undervalued. For 
example, th<s state of New York's new wage-setting system 
recognizes that the skills associated with the use of 
specialized equipment like video display terminals and 
typewriters are as valuable as skills needed to operate 
equipment such as the heavy machinery and drills often 
associated with work in male-dominated occupations. 

Local governments in ever 20 states have taken at 
least an initial step to address pay equity ♦ Every state 
except Alaska, Arkansas, Delaware^ Georgia and Idaho has 
taksn a closer look at how the women in the state 
workforce are paid. The states of New York, Mew Jersey 
and Wisconsin have also looked at how people of color are 
paid, as have the cities of Philadelphia and Washington, 
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DC. The National Connnittee on Pay Equity has identified 
three levels of pay equity activity: Research/Data 
Collection; Pay Equity Study; and Pay Equity Adjustments. 

At the first level, Research/Data Collection, the 
activity xs often conducted by an officially-appointed 
l^lf 5°''^^ ^""^ission. Task forces, depending on the 
Durxsdxctxon, are often composed of representatives from 
offxces of personnel/human resources/ management/ 
fxnance, workers' unions, the commission on women, civil 
rxghts organxzations, citizen advocacy groups and others. 
Task forces have been appointed to oversee the work of a 
30b evaluation consultant and/or to monitor 
xmplementation of pay equity study results. 

At the second level. Pay Equity Study, a wide 
varxety of xnitiatives have been undertaken by pufai ic 
sector employers and unions. Through intarviews with 
putlxc sector personnel departments "and public sector 
unxon members, NCPE has discovered that pay eouity 
xnxtxatxves xnclude comprehensive point-factor studies 
done from scratch; studies using benchmark classes; 
nn^ftr internally by personnel departments, by 

outs xde consultants or by joint labor-management 
oversxght committees; and very pragmatic, bargained 
solutxons. ^ 

"The problems encountered and the depth of the 
ul Tnate solutxons in terms of both total pay equity 
^rii^r structural pay relationship changes 

vary depending on part.xcular [scope, methodologv and 
wSn details," said or^ pay equity c.dvocate 

wn^TroH bargaxued for loc. ,'Qvamment employees and 

paj e^it?"^" jurxsdictic's: personnel department on 

A strategy that has been adopted by some public 
sector Durxsdxctions and unions to work toward achieving 
pay equxty has been reclassification. While 
reclassxfication often results in wage increases for 

°^ reclassification alone is not 

xncluded xn any of the three levels of activity that NCPE 
identxfxes as pay equity activity unless it involves a 
conscxous comparison between the salaries for female- 
dominated jobs and male-dominated jobs and/or between 
jobs disproportionately held by people cf color and 
Wnite-doaxnated jobs. 

^^^^ ^^"^1 l^^^l °f activity. Pay Equity 
Adjustmeats, activity ranges from settlements of lawsuits 
for sxngle classxf xcations, such as public nurses, to 
wxde-scale xmplementation for thousands of worker^ 
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fiscal impact of any type of appropriation has been 
minimized by public sector employers and unions 
bargaining for adjustnents by utilizing incremental 
increases. A step beyond adjustments is implementation, 
which is defined as the activation of a broad-based plan 
to comprehensively address sex- and race-based wage 
discrimination. Implementation has occurred in the 
states of Minnesota, Iowa, Oregon, Washington, New York 
and Wisconsin. Connecticut is steadily progressing 
toward implementation. Because of the number of local 
jurisdictions addressing pay equity, it has not been 
possible in the scope of this report to determine which 
ones have gone beyond making pay equity adjustments to 
fully impleirenting a plan. 

Of the pay equity adjustments made or appropriated, 
$382,560,000 has been at the state-government level; over 
$61,847,379 in municipalities; over $5,456,000 in 
counties; and over $5,047,000 in school distr'cts. 
Because a majority of the pay equity adjustments made at 
public colleges and universities have been as a result of 
state-government level activity, there is no separate 
total amount for them. In sum, over $450 million worth 
^f pay equity adjustments have been made or appropriated 
\n the past ten year^. 

Over 50 municipalities, 25 counties, 60 school 
districts and nearly 200 public colleges and universities 
have been involved in pay equity activity. These 
jurisdictions are in addition to Minnesota's 855 
municipalities, 87 counties, 435 school districts and 16 
public colleges and universities, which were required to 
implement pay ecjuity under state law. The total number 
of jurisdictions in the public sector that have been 
involved in pay equity activity in the past ten years is 
1,739. 



How Has Pay Equity Been Addressed in the Public Sector? 

Collective Bargaining 

Almost without exception, all of the pay equity 
activity in the public sector has occurred vrithin 
organized workplaces. Women and people of color in 
unions and employee associations have been in a better 
position to receive pay equity adjustments than non- 
unionized public sector workers. Fifty-seven percent of 
public employees are members of unions in states with 
collective bargaining laws, according to the Census 
Bureau.^ 
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The two public sector unions that have been most 
involved in pay equity activity are the American 
Federation of State, County and Municipal Employees 
(AFSCME) , which has 1.2 million members in the public 
sector throughout the U.S., and the Service Employees 
International Union (SEIU) , which has nearly 500,000 
members in the public sector in the U.S. Other unions 
that have bargained for pay equity in the public sector 
include the National Education Association and the 
American Nurses Association and the following AFL-CIO 
unions: Communications Workers of America; the American 
Federation of Teachers; the National Union of Hospital 
and Health Care Employees; the International Union, UAW; 
and the United Food and Commercial Workers International 
Union. 

Pay equity has been addressed at a far greater rate 
in bargaining by public sector unions than by unions in 
the private sector. By providing a testing ground for 
pay equity activity, public sector employers and unions 
have brought pay equity out of its ten-year period of 
infancy. 

Collective bargaining laws are one of the prime 
determinants of which state and local governments have 
been involved in pay equity, and why. These laws not 
only determine the degree of unionization in a state, and 
therefore advocacy for public sector workers, bur also 
how wages, and pay equity, can be and have been 
addressed. Executive order allows federal agencies to 
recognize employee unions, however, unlike some state and 
local workers, federal employees, except postal workers, 
may not bargain over wages and benefits. The District of 
Columbia and 22 states have collective bargaining laws 
for public sector workers; about half of all state and 
local government employees have the right to bargain over 
wages. In the private sector, the legal basis for 
collective bargaining is the National Labor Relations 
Act. 

Further observed differences that have affected the 
rate of collective bargaining for pay equity in the 
public sector and not in the private sector include: 

® Public sector bargaining is subject to continual 
outside scrutiny or pressures. 

® Public sector compensation systems are public 

knowledge and can be studied by unions and other 
advocates of pay equity to publicize the employme\t 
and pay patterns of women and people of color, and, 
consequently, to provide elements of political 



NCPE/PAY EQUITY ACTIVITY 1979 - 1989 



support in public sector bargaining. 

The pay equity advocacy by unions through collective 
bargaining, active organizing, litigation ^nd political 
action that began in the late 1970 's laad o the creation 
of innovative new ways of eliminating sox- and race--based 
wage discrimination from wage-setting systems. In the 
199C's, activity may increase as more local governjaents 
address pay equity and as unions share bargaining 
strategies and perfect techniques. 

Legislation 

Wage discrimination is already illegal under Title 
VII of the Civil Rights Act of 1964. The legislation 
passed at the state and local government levels has been 
to affirmatively remedy sex- and race-based wage 
discrimination • 

Many states have passed legislation that established 
task forces to research pay equity, authorized pay equity 
studies, and appropriated pay equity adjustments. In 
many cases, legislation followed or happened concurrently 
with collective bargaining. 

The state of Minnesota is the only jurisdiction to 
have addressed pay equity for state and local government 
workers through comprehensive legislation, first with the 
State Government Employees Pay Equity Act in 1982, and, 
in 1984, with the Local Government Pay Equity Act. 

Litigation 

In 1981, the Supreme Court, in Gunther v. County of 
Washington (452 U.S. 161, 1981) held that wage 
discrimination is illegal, whether the jobs under 
question are identical or different. The county of 
Washington, Oregr .\ had commissioned a job evaluation 
study to determine the relative value of its jobs. The 
study showed that female prison guards' jobs were worth 
95 percent of male guards' jobs. The female guards had 
fewer inmates to watch over and had some clerical duties 
in addition to their security duties. Despite these 
findings, the county paid its female guards 70 percent of 
what it paid its male guards. The Supreme Court 
reinstated the case, which had been thrown out of a lower 
court because the women were not doing the same work as 
the men. The Court held that Title VII ia broader than 
the Equal Pay Act of 1963 and prohibits wage 
discrimination whether the jobs are the same or 
different* 
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nnfi ^ J^S^^,««5f®"'® ruling, in Bazemore v. Friday 

(106 S. ct. 3000, 1986), held that evidence of 
dxscrimmation prior to the effective date of Title vll 
was relevant to showing that a wage-setting system is 
discriminatory if use of the discriminator? system 

Sf^f^.T^^l? we-^t into effect, ihe Court 
also held that discrimination may ba established through 
the use of statistics. Plaintiffs in the case had used 
^""^ analysis to show that all of the legitimate 
factors given by employers for the difference in pav 
between Whites and Blacks did not account for r he entire 
wage gap between the l^hite and Black workers. Plaintiffs 
dia not need to establish discrimination to a scientific 
certainty, the court maintained. sciem:itic 

o-v,^ fwo issues .,a left for resolution in the courts, 
me first is determining what evidence is necessary for 
workers to prove that wage discrimination exists; the 
second is determining what defenses employers can raise 

liabili-y- one case pending in the courts in 
AlrJ?Jr^^7^'^^ insight into these unresolved issues - 
173MDiS-ILg7''^ ^'"P/o>'--e5 Association v. County of Nassau (No. 84- 

Settlements for pay equity adjustments have resulted 
from class action suits brought by union members in 
several states. The American Federation of state. County 
and Municipal Employees in AFSCME v. Washington (1985) 
brought a $101 million settlement; the Pennsylvania 
Nurses' Association in Pennsylvania (1987) brought $16 
million, and, in Illinois (1989), the American Nurses' 
Association brought a significant settlement for state 

whn^^L^J^cSi^®'' ^l^^^ employees in female-dominated jobs 
who are AFSCME members; and the Rhode Island Education 
Association (1984) readied a settlement for adjustments 
for clerical workers at the University of Rhode Island. 

Grassroots Advocacy 

Commissions on women in the states of California 
Connecticut, Illinois, Michigan, Minnesota, Vermont aAd 
Wes- Virginia and in many other local jurisdictions have 
been crucial m directing attention to wage inequities 
for public workers by conducting research, lobbying for 
pay equity legislation, serving as representatives on 
task forces and conducting hearings, among other 
activities. 

Currently, statewide pay equity coalitions are 
active m the states of Michigan, North Carolina, Utah, 



® 



ERIC 



NCPE/PAY EQUITY ACTIVITY 1979 - 1989 



Massachusetts, Kansas, Connecticut and Delaware and local 
coalitions are active in the cities of Boston, 
Philadelphia and Pittsburgh, 

Supportive resolutions on pay equity were passed by 
the National Governors Association in 1984, by the U.S. 
Conference of Mayors in 1985, and the National Conference 
of State Legislatures in 1987. The International 
Personnel Management Association, the largest organiza- 
tion representing public sector personnel management 
professionals, passed a pay equity resolution in 1985. 

Conclusion 

Given the range and extent of pay equity activity in 
the pii /lie sector over the last decade, pay equity was 
indeed the issue of the 80's, as former Equal Employment 
Opportunity Commission Chair Eleanor Holmes Norton 
predicted. Pay equity adjustments totalling over $450 
million made a difference for women and people of color 
working in the public sector. As a means of eliminating 
sex- and race-based wage discrimination, pay equity has 
Leen tested and proven workable by hundreds of state and 
local governments and unions. As more women and people 
of color enter the workforce, it is clear that unions, 
workers and employers in the public and private sectors 
will need to work together to reach cooperative solutions 
for raising the wages in underpaid female-dominated and 
disproportionately minority job classifications well into 
the 1990's. 
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Facts on Women and People of Color In Public Sector 
employment 

• Women comprised 52.8 percent of the total public 
sector workforce in 1988, compared to less \.han 45 
percent of the general workforce, one out of every six 
women xn the workforce was working for federal, state or 
local government in 1988. ■'• 

• Approximately half of all full-time employees in 
states and counties are women; women comprise only one- 
quarter of the full-time workforce in cities and 
townships . ^ 

® Black women are more often employed in the public 
sector than in the economy as a whole. One of every four 
Black women is a public employee. ^ 

• Clerical workers are overrepresented in state and 
local government, making up 43.9 percent of its female 
workforce, compared to 28.3 percent in the economy as a 
whole. ^ 

• In 1984, 730,000 full-time employees worked in 
hospitals and sanatoriums. One-third of these employees 
are people of color and almost three quarters of them 
were women. 

• As of 1984, some 27.6 percent of all blacks and 23.4 
percent of all Hispanics employed fu.U-time in state and 
local government held jobs in service and maintenance 
categories . ° 

• Two out of 5 Asians in state and local government held 
professional jobs in 1984.' 

• Almost 4 out of every lo women working full-time in 
state^and local government worked in office or clerical 

• overall, county gcverninent salaries are low due to the 
number of full-time employees in relatively low-paying 
Office and clerical jobs. Cities and townships offered 
the highest median salaries.^ 



Many of the facts provided above are from "Women in 
the Public Sector," by Debbie Goldman at the Public 
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Employee Department, AFL-CIO in Washington, DC. 
Forthcoming, 1989. The exact footnotes appear in the 
Footnotes section at the end of this publication. 
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equity in the legislative branch of the government. 

Before the end of the 98th Congress, the General 
Accounting Offices released its repcrt, "Description of 
Selected Systems for Classifying Federal Civilian 
Positions and Personnel" in July 1984. interest in pay 
equity had grown in Congress, and a legislative proposal 
for a federal pay equity study had been passed by the 
House m June. Similar legislation had been introduced, 
but not passed, in the Senate. House and Senate members 
agreed m November, however, to request further research 
study °" conducting a federal pay equity 

The GAO report, "Options for Conducting a Pay Eouitv 
Study of Federal Pay and Classification Systems" was 
completed in March 1985. Subseqixently , the Subcommittee 
on Civil service. Post Office and General Services of the 
Senate Committee on Governmental Affairs and the 
Subcommittee on Compensation and Employee Benefits of the 
House Committee on Post Office and Civil Service held 
hearings that focussed on the GAO report and the pending 
House and Senate proposals for conducting a federal pay 
equity study. The federal pay equity study legislation 
introduced m the 99th Congress was the first to call for 
an examination of race bias in addition to sex bias in 
federal wage-setting practices. 

The 1985 hearings brought passage of House pay 
equity study legislation in the first session of the 99th 
Congress; the Senate legislation was never reported from 
the Governmental Affairs Committee. 

In the 100th Congress, legislative proposals 
included conducting a pay equity study of the Library cf 
Congress; and conducting a pay equity study of the 
federal wage and classification systems. The House pay 
equity study legislation was passed for the third tiSe, 
and, the Senate, as the second session of the lOOth 
Congress came to a close, voted to consider pav ecmitv 
study legislation. f i h 

A request was therefore made to the General 
Accounting Office in March of 1989 to conduct a federal 
pay equity study and report to Congress in 18 months. 

In 1989, with a pay equity study of the federal 
government's workforce underway, Congresswoman Oakar and 
Senator Cranston introduced the Pay Equity Technical 
Assistance Act to their respective chambers in the first 
session of the loist Congress. The legislation seeks the 
establishment of a clearinghouse on public and private 
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Facts on Women and People of Color in the Federal 
Workforce 

• Women^made up 42 percent of the federal workforce 
xn 1986* 

• women of color account for one-third of all women 
working m the federal civil service. ° 

o In 1986, of all women employed by the federal 
government, 468,792 were in the lowest-paying salar\- 
grades, GS 1-8; only 27,739, or 12 percent, were in 
higher grades, GS 13-15. 

• Women compiAsed 49 percent of all technical jobs 
m the federal workforce, compared with only nine 
percent of blue collar jobs in 1086.^ 

• The overall wage gap, or fe'iiale-male wage ratio, 
was 69 percent in 1986. The gap represents an 
increase of only three percent since 197 6.® 

• As of September 1987, 98.7 percent of all 
secretaries employed by the federal government were 
women; 93 percent of clerk- typists; and 75.9 percent 
of all miscellaneous clerks and assistants.^ 

» People of color represent 27 percent of the 
federal workforce. 9 

o Men hold 70 percent of all professional jobs m 
the federal government." 

• One-third of all GS 1-3 workers are women of 
color. Only 4 percent of GS 13-15 workers are 
women of color. 
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PAY EQUITY ACTIVITY IN 
STATES 



« t 
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PAY EQUITY ACTIVITY IN STATES, 1979-1989 



State-by-State Overview 

In 1989, all but five state governments, at the 
urging of unions, women's organizations and a growing 
number of civil rights organizations, had taken action to 
either study wage inequities, examine their wage-setting 
systems for sex and race discrimination or make pay 
equity adjustments to underpaid, undervalued job 
classifications filled predominantly by women and/or 
people of color* 

Of the five states that have not been involved in 
pay equity activity — Alaska, Arkansas, Delaware, 
Georgia and Idaho — all had conducted job evaluatio;* 
studies. The studies, however, did not involve a 
comparison between female-dominated and male-dominated 
jobs or betx'een jobs held disproportionately by people of 
color and White-dominated jobs. 

Twenty-three states, including the District of 
Columbia, have begiin or completed pay equity studies. Of 
these states. New Jersey, New York, Wisconsin and the 
District of Columbia have examined their wage-setting 
systems for race bias as well as sex bias. 

Twenty states have made pay equity adjustments to 
one or more female-dominated or disproportionately- 
minority job classification through collective bargaining 
and/or litigation. 



* * * 
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Key for Pay Equity Activity Levels 

GR = Activity conducted by a union, individual state 
legislator, women's organization or other non-government 
entity. All other activity indicated has been sanctioned 
by a governor, state agency or legislature. 

R = Research/Data Collection 

S = Pay Equity study 

A = Pay Equity Adjustment 



State Govemaent Level Pay Equity Activity Levels 



State Research/ 


Pay 


Pay Equity 


# 


Data 




Equity 


Adjustments 




Collection 


Study 






ALABAMA 


R 






0 


ALASKA 








0 


ARIZONA 


R 






1 


ARKANSAS 








0 


CALIFORNIA 


R 




A 


97 


COLORADO 


R 






1 


CONNECTICUT 


R 


S 


A 


8 


DELAWARE 








1 


DISTRICT 










OF COLUMBIA 




s 






FLORIDA 


R 


S/GR 


A 


1 


GEORGIA 


R/GR 






0 


HAWAII 


R 


S 


A 


1 


IDAHO 








0 


ILLINOIS 


R 




A 


2 


INDIANA 


R 






1 


I0V7A 


R 


S 


A 


1 


KANSAS 


R 






0 


KENTUCKY 


R 






0 


LOUISIANA 


R 






0 


MAINE 


R 


s 


A 


1 


MARYLAND 


R 


s 




2 


MASSACHUSETTS 


R 


s 


A 


32 


MICHIGAN 


R 


s 


A 


8 


MINNESOTA 


R 


s 


A 


1,392 


MISSISSIPPI 


R 






0 


MISSOURI 


R 






0 


MONTANA 


R 


s 




5 
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NEBRASKA 
NEVADA 

NEW HAMPSHIRE 
NEW JERSEY 
NEW MEXICO 
NEW YORK 
NORTH CAROLINA 
NORTH DAKOTA 
OHIO 

OKLAHOMA 
OREGON 

PENNSYLVANIii 

RHODE ISLAND 

SOUTH CAROLINA 

SOUTH DAKOTA 

TENNESSEE 

TEXAS 

UTAH 

VERMONT 

VIRGINIA 

WASHINGTON 

WEST VIRGINIA 

WISCONSIN 

WYOMING 



R 

R 
R 
R 
R 
R 
R 
R 
R 



R/GR 

R 

R 

R 
R 
R 
R 
R 
R 
R 
R 
R 



S 
S 
S 

S 
S 
S 

S 



Totals: 



44 



S 
S 
S 
S 

23 



A 
A 
A 



A 
A 
A 



A 
A 
A 

20 



0 
0 
0 
1 
1 

74 
0 
0 
1 
0 

11 
4 
1 
0 
0 
0 

1 

0 

1 

4 

37 
16 
33 
0 

1,739 



ns^Sw^^'^'^^^f °^ "^"i*=iP^lities, Counties, School 
Dxstrxcts, Colleges and Universities in State that Have 
Been Involved in Pay Equity Activity 



Survey 
Year 



Stato-Govenuaent Level Pay Equity Activitv 
(•Includes the District of Columbia) 

Annual Survey Results 1984-1989 



Research/ 
Data 

Collection 



Pay Equity 
Study 



Pay Equity None 
Adjustments 



1984 
1985 
1986 
1987 
1988 
1989 



20 
41 
42 
43 
43 
44 



11 

18 

19 

21 

23* 

23* 



4 

5 
11 
18 
20 
20 



26 
6 
6 
6 
6 
5 
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A Note about EE0--4 Data 



State and local governments, excluding school 
systems and educational institutions, are required under 
Title VII of the Civil Rights Act of 1964 to report 
information on the earnings, hiring, occupational 
categories and gender and race composition of their 
workforces. The reports, filed on the U.S. Equal 
Employment Opportunity Commission's EEO-4 form, are made 
annually by all states, all jurisdictions with 100 or 
more employees, and, on a rotating basis, by a sample of 
jurisdictions with 15-99 employees. 

While different employ^^^ent patterns exist between 
state and local levels of c,w/ernment, the data provided 
on *SE0-4 forms provide information that, bec=iuse of the 
standard form used, is reliable and can piovide insights 
through comparison. 

Data froK the Bureau of Labor Statistics, which 
includes public education (school districts, etc.), is 
generally comparable to EEO-4 data. 

The source for all of the wage data below is the 
State and Local Government Information (EEO-4), 1986, 
Median Annual Salaries, Full-Time Employment report, 
unless otherwise indicated. 



ALABAMA 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time Employment 


All Men 


$19,365 (100%) 




All Women 


$17,436 (90%) 






Men 


Women 


White 


$20,986 (100%) 


$18,132 (86%) 


Black 


$15,294 (73%) 


$15,794 (75%) 


Hispanic 


$22,813 (108%) 


$20,125 (96%) 



In 1980, Alabama conducted a job evaluation study. 
The study did not include a comparison of salaries 
between female-dominated categories and male-dominated 
categories or between disproportionately-minority and 
white-dominated categories . 

The Commission on Women held public hearings on pay 
equity and other issues in 1985 and reported its findings 
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to the governor and the legislature. 



ALASKA 


state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 

All Women 


$39,416 (100%) 
$28,535 (72%) 




White 
Black 
Hispanic 


Men 

$33,965 (100%) 
$35,112 (88%) 
$35,857 (90%) 


Women 
$28,933 (72%) 
$27,666 (69%) 
$27,036 (68%) 



Funds were appropriated by the legislature in 1983 
for a job evaluation study, which was completed in 1985. 
The study did not include a comparison of salaries 
between female-dominated categories and male-dominated 
categories or between disproportionately-minority and 
White-dominated categories . 

Litigation 

In 1378, Alaska Pxablic Health Nurses (PHN's) filed a 
sex-based wage discrimination complaint against the state 
with the Alaska Human Rights Commission (HRC) , alleging 
that their work was comparable to that performed by state 
physician's assistants (PA's) , and that paying the PHN's 
less violated the state's equal pay law. The state's 
equal pay law differs from the federal Equal Pay Act of 
1963 by requiring that women be paid equally with men 
doing "work of comparable character." 

After a two-year investigation of the case, the HRC 
concluded that the state had violated its equal pay law. 
The HRC held that the two jobs, based on the composite 
skill, effort, responsibility and working conditions of 
the positions, were equal. All of the PHN's, with two 
exceptions, were women, while all ot the PA's were men, 
but the PHN's earned $8,500 less per year than the PA's. 
Further, the HRC argued that the market defense could not 
be used to justify the wages, since the state government 
is Alaska's largest employer, it has "considerable 
influence" in setting the market wages in both public and 
private sectors. The case was struck down by the 
Superior Court of Alaska in October 1988; the case is on 
appeal to the Alaska Supreme Court. 
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ARIZONA 



State and 


Local Government Informatior (EEO-4) , 1986 


Median Annual Salaries, Full-Time 


Employment 


All Men 


$24,869 (100%) 




All Women 


$18,671 (75%) 






Men 


Women 


White 


$26,551 (100%) 


'519,435 (73%) 


Black 


$20,743 (78%) 


$16,995 (64%) 


Hispanic 


$21,521 (81%) 


$16,660 (62%) 



In 1984, the state collected data on state clerical 
employees' saJaries. Nearly three-quarters of the state's 
clerical workers received raises from a $3 million 
inequity fund as a result. 



The following jurisdiction has also been involved in 
pay equity activity: 





Research Study Adjustments 


citv 




Tucson 


R/GR 

ARKANSAS 


State and Local Government Information (EE0~4) , 1986 
Median Annual Salaries, Full-Tiwe Employment 


All Men 
All Wo3ien 


$17,380 (100%) 
$14,585 (84%) 


White 
Black 
Hispanic 


Men Women 
$18,033 (100%) $14,925 (83%) 
$14,599 (81%) $13,090 (73%) 
$17,875 (99%) $21,945 (122%) 



The state of Arkansas completed a job evaluation 
study of state workers in 1988. The study did not 
include a comparison of salaries between female-dominated 
categories and male-dominated categories or between 
disproportionately-minority and White-dominated 
categories. 



CALIFORNIA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Ful±-Time Employment 


All Men 
All Women 


$30,282 (100%) 
$22,098 (73%) 




White 
Black 
Hispanic 


Men 

$31,822 (100%) 
$26,482 (83%) 
$26,922 (85%) 


Women 
$22,845 (72%) 
$21,258 (67%) 
$19,535 (61%) 



In 1981, the California Commission on the Status of 
Women (CSW) and three other state agencies convened 
hearings with a special focus on pay equity throughout 
the state. As a result of the testimony given, the 
agencies endorsed pay equity and submitted a report 
outlining rfccommendations for moving closer to 
implementing it in the state. 

In the years that followed, several bills were 
signed into law. The laws include impltmenting a pay 
equity policy for state workers and requiring annual 
studies by the Department of Personnel Administration 
(DPA) that would provide the legislature and employee 
representatives with relevant salary-setting information 
for female-dominated jobs (1981); prohibiting local 
governments from adopting ordinance.3 that prohibit 
consideration of pay equity in salary-setting (1983); 
requiring the CSW to make annual reports to the 
legislature on pay inequities as well as providing an 
analysis of the DPA's annual studies (1983) ; reijuiring 
that the CSW "establish a statewide task force on equal 
pay for work of equal value, to address the elimination 
of pay inequities for women workers" and " ... to provide 
the legislature with recommendations on needed changes j.n 
California law to reduce wage discrimination in the 
public and private sectors (1983);" requiring chat 
Califomi?. state University Trustees report annually on 
salary-setting for female-dominated jobs and requiring 
the University of California Regents to report on i?alar^'' 
setting fcr female-dominated jobs to the legislature 
(1983) ; and prohibiting employers fr requiring, as a 
condition of employment, that employees refrain from 
disclosing the amount of his or her wages (1984). 

Since 1975, the California Scate Employees 
Association (affiliated with the Service Employees 
International Union) has sought state action on pay 
equity through legislation, collective bargaining and. 
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finally^ litigation. While the union negotiated a pay 
equity policy into contracts for clerical workers and 
registered nurses in 1982 with the intent of ensuring 
that it would provide a future basis for salary-setting, 
the state's position has been that pay equity should be 
negotiated, not legislated. The state has never agreed 
to conduct a pay equity study. 

Pay. equity adjustments have been made through annual 
collective bargaining agreements. In 1984-1985, $25 
million was negotiated for female-dominated classes that 
included nurses and clerical workers; $10 million in 
1985-1987; and $1 million in 1987-1988. Increases have 
ranged from 2.5 to 10 percent. 

The 1987-1988 report by the CSW, submitted to the 
legislature in 1989, cautions that data presented by the 
Department of Personnel Administration relating to 
occupational segregation and the distribution of 
collectively-bargained increases provides insufficient 
information for determining the impact of affirmative 
action and pay equity increases on the pay status of 
women. "The significance, of the contribution collective 
bargaining has made i, the funds for female-dominated 
classes and others received is difficult to determine," 
the report states. 

Litigation 

Inequities in state employment prompted CSEA to file 
a suit against the state late in 1984. The class action 
suit^ filed on behalf of 70,000 current and former state 
workers in job classes that had at least 70% female 
representation, alleged that the state had violated Title 
VII of the U.S. Civil Rights Act by intentionally 
discriminating against women by undervaluing and 
underpaying the jobs into which they were channeled. 

The first phase of the trial, which began in federal 
court on February 7, 1989, addressed the state's pay and 
classification systems that were developed in the 1930's. 
CSEA attempted to prove t^iat the state h!id intentionally 
discriminated against women in female-dcminated jobs by 
adopting a policy of lower pay for f ema.le-dominated jobs. 
(The next phase would then have addressed whether the 
state's wage policies were still affec\:ing state 
workers.) On October 3, 1989, Judge Marilyn Hall Patel 
ruled that tl^e plaintiffs had failed to provide 
sufficient evidence of intentional discrimination and 
dismissed that portion of the lawsuit. Judge Patel gave 
CSEA 30 days to s'obmit a status report on the remaining 
claims of disparate impact in light of her ruling on the 
intentional discri?nination claim and the Supreme Court 

decision in Wards Cove Packing Co. v. Atonio , U.S. , 109 S. Ct. 

2115 (1989) . 
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The following jurisdictions have also been involved 
m pay equxty activity: 

Research Study Adjustments 



Cities 


Antioch 






A 


Areata 




S 




BeliUvOnt 






A 


Berkeley 




s 


A 


Costa Mesa 




*\ 

A 


Davis 


K 




tx 

A 


Fremont 




A 


Hayward 






A 


Long Beach 




s 


A 


Los Angeles 






A 


Mill Valley 






A 


Oakland 






A 


Palo AT -hn 






A 


Pismo Beach 






A 


Pleasant Hill 






A 


Richmond 








San Carlos 






A 


San Diego 






A 


San Francisco 






A 


San Jose 




s 


A 

A 


San Mateo 




A 


Santa Cruz 




s 


A 


Stockton 




s 


A 


Woodland 




s 


A 


Counties 








Alameda 




s 


A 


v^onura uosua 


R/GR 


s 


A 


Humboldt 


s 




Kern 






A 


Los Angeles 






A 


Marin 






A 


Monterey 






A 


Napa 






A 


Sacramento 






A 


San Mateo 


R 




A 


oanta Clara 


R 


s 


A 


S<inta Cruz 




S/GR 


A 


Sonoma 




A 



£Ql.l«?aes ai.d Universities 



California state 

University System 
Gavilan Joint 

Community College 
Mira Costa 

Community College 
Napa Valley Community 

College 
North Orange County 

Community College District 

(Cypress Community College, 

Fulerton Community College) 
Peralta Community College 

District 
Saddleback Community College 
Santa Monica Community College 
Sierra Joint Community College 
Solano Community College 
South County Community College 
Southwestern Community College 
Taft Community College 
University of California I 



S 
S 

s 
s 



s 

s 
s 
s 
s 
s 
s 
s 



A 
A 
A 



A 
A 
A 
A 

A 
A 
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COLORADO 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 



9 



All Men 
All Women 



$25,668 (100%) 
$19,341 (75%) 



White 
B'^ck 
1 — -panic 



Men 

$26,576 (100%) 
$23,351 (88%) 
$21,920 (82%) 



Women 
$19,802 (75%) 
$18,489 (70%) 
$17,524 (66%) 



9 



Colorado annually monitors its compensation system 
and Identifies occupational segregation by job classes. 
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The following jurisdiction has also been involved in 
pay equity activity: 

Research Study Ad j ustments 

Cities 

Colorado Springs S A 



CONNECTICUT 



state and 


Local Government Information (EEO-4) , 1986 


Median Annual Salaries, Full-Time 


Employment 


All Men 


$23,606 (100%) 




All Women 


$18,606 (79%) 






Men 


Women 


White 


$24,022 (100%) 


$18,886 (79%) 


Black 


$20,940 (87%) 


$17,443 (73%) 


Hispanic 


$20,538 (85%) 


$16,731 (70%) 



In 1979, after exploration of occupational 
segregation for woman and a review of job specifications 
for female-dominated jobs that had higher entry-level 
qualifications and lower pay than male-dominated jobs 
that had lower entry-level qualifications and higher pay 
the Permanent Commission on the Status of Women (PCSW) 
encouraged legislation that would examine pay inequities 
further through job evaluation. 

The Connecticut General Assembly unanimously voted 
to fund a a pilot study of 123 state jobs. The task was 
undertaken by a consultant in 1979 with the assistance of 
an advisory committee comprised of representatives of 
labor, management, workers in the jobs under stuc / and 
the PCSW. Findings indicated a - 20% wage 
differential between women and men; internal inequity 
within job families, i.e. increases in skill level 
without concurrent increases in salary; and inappropriate 
classification of employees according to work being 
performed. 

On the basis of the pilot study report made to the 
legislature in 1980, legislation was passed mandating a 
review and appropriate revisions to the state's 
classification system and measurement of the job content 
of the classifications by use of an "objective job 
evaluation methodology." The work, done again by the 
same consultant, involved studying 57 job classifications 
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rLo««!nLJ^ ^""i^"^ °^ classification problems and make 
recommendations for correcting them, of the sample, 20% 
were incorrectly classified, a majority of them in 
female-domxnated job series. Recommendations from the 
report, given to the legislature in 1981, were to 
restructure classification for more logical grouping of 
duties; to revise some classification specifications in 
order to more adequately distinguish classes in the same 
series or add omitted duties; and examine procedures for 
position allocation, i.e. promotions. 

Accordingly, legislation was passed in 1981 that 
mandated the adoption and implementation of a system for 
evaluating state classifications based on a reviewed 
classification system and utilizing objective job-related 
criteria, including, but not limited to, knowledge and 

f^'"'^ '^'"^ '^^^i^^ °f ^J^^ position; 
eftort, both mental and physical; accountability; and 
working conditions. The work was to be conducted by 
evaluation committees comprised of representatives from 
management and workers in the jobs being evaluated and 
implementation of any results was to take place in' 
collective bargaining. 

An advisory committae, comprised of representatives 
ot labor and women's organizations, state personnel and 
other governmental officials, legislators and private 
sector human resource professionals, was established to 
provide support and input on long-range planning and 
problem-solving during the study. The study took eight 
years to complete; initial evaluations of all 2,600 
classified state jobs were completed in 1988. 

In 1983 - 1985, $8.7 million worth of pay equity 
adjustments were made as a result of collective 
/n^If^"^"^,^" implementation of objective job evaluation 
(OJE) results m some bargaining units. In 1986, the 
legislature appropriated $3 million for bargaining units 
negotiating implementation of the results of their OJE 
studies. Nearly $ii million was appropriated in 1987. 
The legislature also required that "sex-based and other 
wage inequities" be eliminated by June 30, 1991, and that 
sufficient fnnds be appropriated each year for such 
purposes. In 1988, $9.6 million was appropriated for a 
fund for pay equity adjustments resulting from 

!?^^?^il«-^°"f implement.ition. It is estimated 

rnat v40 million, or between 4 and 6 percent of payroll 
will ultimately be needed to fully implement pay equity! 
Average pay equity adjustments have been $800 for workers 
in bargaining units that have implemented results of OJE 
units with some implementation include: social and human 
services; hc~'th care professionals and non- 
professionals; clerical; administrative and residual; and 
data pr'^cessmg. 

Since 1981, prior to the completion of the objective 
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job evaluation (OJE) system, bargaining units have been 
negotiating for pay equity increases. State workers' 
unions have also been working to achieve state-wide pay 
equity through collective bargaining, so that one pay 
policy for alx state bargaining unit positions will be in 
place. 

In 1988, pay equity adjustments from the fund 
included a $1.5 million allocation to 600 non-teaching 
professionals represented by the Connecticut State 
Federation of Teachers (affiliated with the American 
Federation of Teachers) at the University of Connecticut, 
where the average annual adjustment was $2,800. The fund 
also enabled 300 female faculty members at the University 
to receive an $1,800 adjustment. 

The following jurisdictions have also been involved 
in pay equity activity? 

Research Study Ad j ustments 

Cities 



West Hartford A 



School Districts 



Groton Board of Education 




A 


Ridgfield SD 




A 


Southington Board of Education 




A 


Woodbridge Board of Education 




A 


Colleaes and Universities 






Connecticut Regional Community College 


s 


A 


Technical College 


s 




University of Connecticut 


s 


A 


DELAWARE 






State and Local Government Information 


(EEO-4) , 


1986 


Median Annual Salaries, Full-Time Employment 




All Men $20,003 (100%) 






All Women $14,582 (73%) 






Men 


Women 


White $20,967 (100%) 


$15, 068 


(72%) 


Black $16,014 (76%) 


$13,374 


(64%) 


Hispanic $18,750 (89%) 


$15, 333 


(73%) 


t - 
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A task force collected data on pay equity in 1984, 
but the legislature took no action on the recoininendation 
that a formal study be conducted. In 1986, a coalition 
of women's organizaticrs and unions financed a pay equity 
study. 

In 1987, $3.8 million worth of pay equity 
adjustments was appropriated by the legislature for state 
and university employees in female-dominated categories. 

The following jurisdictions have also been involved 
in pay equity activity: 

Research Study Ad j ustments 



School Districts 



Dade County Public 

Schools R/GR 
Orange County 

Public Schools 



GEORGIA 



state and Local Government Information (EEO-4), 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$17,928 (100%) 
$16,134 (90%) 




White 
Black 
Hispanic 


Men 

$19,426 (100%) 
$15,007 (77%) 
$18,708 (96%) 


Women 
$17,244 (89%) 
$14,656 (70%) 
$14,566 (75%) 



From 1975 through 1978, the state personnel 
department conducted a job evaluation study* The study 
did not include a comparison of salaries between female- 
dominated categories and male-dominatt.i categories or 
between disproportionately-minority and White-dominated 
categories. 

In 1984, a state representative conducted basic 
research on pay equity in state employment and found a 
wage gap of 18 percent between women and men. She 
presented a proposal to the governor, asking him to form 
a task force that v^cld oversee a Day equity study and 
make recommendations for implementing the findings. No 
action was ever taken by the governor. 
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HAWAII 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaric , Full-Time Employment 

N/A 



In 1982, at the request of tha legislature, the 
University of Hawaii's Industrial Relations Center 
researched pay equity and submitted a report. 

^ A pay equity task force was established by the 
legislature in 1984 to conduct research on pay' equity 
including job segregation, wage differentials and a job 
evaluation system that would provide pay equity for 
public employees. 

A pay eqiaity study, completed in 1987, reportedly 
found minimal inequities. The study included classified 
workers at the University of Hawaii. 

In 1987, the legislature appropriated $1 million for 
adjustments to some classes; the classes receiving 
adjustments were not exclusively female-dominated. 

Tha following jurisdictions have al.so been involved 
in pay equity activity: 
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Research 


Study Adjustments 


Collecres and Universities 




University of Hawaii r 


S 


IDAHO 




state and Local Government Information (EEO-4) , 198 6 
Median Annual Salaries, Ful'.-Time Employment 


HI Men $21,518 (100%) 
All Women $16,109 (75%) 




Men 

White $21,604 (100%) 
Black $17,143 (79%) 
Hispanic $18,381 (85%) 


Women 
$16,168 (75%) 
$16,000 (74%) 
$13,864 (64%) 



9 
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A job evaluation study, commissioned by the state 
legislature, was completed in 1975. Findings and 
recommendations were implemented over the next two years. 
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While women's salaries increased by approximately 16.2 
percent, the study did not include a comparison of 
salaries between female-dominated categories and male- 
dominated categories or between disproportionately- 
minority and White-dominated categories. 



ILLINOIS 



state and 


Local Government Information (EEO-4) , 1986 


Median Annual Salaries, Full-Time 


Employment 


All Men 


$26,550 (100%) 




All Women 


$18,244 (69%) 






Men 


Women 


White 


$27,530 (100%) 


$17,573 (64%) 


Black 


$23,926 (87%) 


$19,131 (69%) 


Hispanic 


$24, 110 (, J%) 


$19,620 (71%) 



The Commission on the Status of Women (CSW) 
conducted hearings on pay equity in 1980. The following 
year, the CSW recommended to the legislature that a full 
pay equity study be conducted. In 1982, the legislature 
allocated $10,000 for a pilot pay equity study. Working 
with consultants, the CSW studied 24 benchmark job 
classifications. The final report, presented to the 
legislature in 1983, showed sex-based wage discrimination 
existed in the state employment system. 

The American Federation of State, County and 
Municipal Employees (AFSCME) negotiated one-half percent 
of payroll, or approximately $8 million, to be placed in 
an inequity fund for 19b7-1988. From the fund, $4 
million worth of pay equity adjustments were made for 
approximately 5,000 clerical workers when the jobs were 
involved in a reclassification. (See below for additional 
information about pay equity adjustments.) 

Litigation 

In 1984, the Illinois Nurses' Association and the 
American Nurses Association filed a sex-based wage 
discrimination suit against the state. Certified as a 
class action suit in 1987 after a dismissal and 
subsequent reinstatement, a settlement was reached 
between plaintiffs and class members in April 1989 and 
approved by U.S. District Court in Chicago, 

Approximately 24,000 individuals in the state's 274 
female-dominated job classifications, including mental 
her 1th technicians, clerical workers, data entry and 
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switchboard operators, licensed practical nurses and 
1,400 registered nurses, will receive pay equity 
adjustments retroactive to December 1988 

While specifics of the settlement for non-nurses 

lTltlL''''T ^^g"""'?^?'' American FeSeJauin 

Sfpn ^"'^ Municipal Employees, have not yet 

ad?,^.?f ^r"-"^?' "^^^^^ "^^^ receive immediate pay e^ ity 
adjustments and upgrades that reflect the skill effSt 

thSS^'^i^-i^^^ ^"'^ conditions assocZate^ w"S ' 

facn.-??^f;-?f*K A'i^itionally, nurses in corrections 
fSSiit^i ^^"-^^ ^"■^^'^ ^ classification and an 
"^Zl^lTltrs: '"^^^^^^ retroactive to 

ri^r^^J^^^°' °^ agreement, in an effort to 

ilTrttll the state will commit to 

increase the number of women selected for promotion 

in pare,^ii^°:^?!vlS?r^'''""^ ^^^^ ^^^^ "-^-^^ 
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Research 



Study 



Adjustments 



Cities 



Chicago 

School Districts 



R/GR 



Arlington/ 

Palatine heights 



'NDIANA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$18,357 (100%) 
$14,637 (80%) 




White 
Black 
Hispanic 


Men 

$18,556 (100%) 
$16,920 (91%) 
$17,879 (96%) 


Women 
$14,668 (79%) 
$14,410 (78%) 
$14,679 (79%) 

1 



In 1984, a personnel department task force examined 
in 1985, the state established a ?ask ?Sice 
to conduct a job evaluation study. WhilP the task foJcI 



1 > 
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examined legal aspects of pay equity, the job evaluation 
study it conducted did not include a comparison of 
salaries between female-dominated categories and male- 
dominated categories or between disproportionately- 
minority and white-dominated categories. 

The following jurisdictions have also been involved 
in pay equity activity: 



"Research 



Study 



Adjustments 



Cities 



South Bend R/GR 
Colleges and Universities 



Ball State 
University 



R/GR 



IOWA 



state and Local Government Information (EEO-4) , 1987 
Median Annual Salaries, Full-Timc Employment 



All Men 
All Women 



White 
Black 
Hispanic 



$21,295 
$17,034 



(100%) 
(80%) 



Men 

$21,318 (100%) 
$20,112 (94%) 
$19,844 (93%) 



Wcmen 
$17,015 (80%) 
$17,593 (83%) 
$17,030 (80%) 



A bill passed by the Iowa General Assembly in 1983 
established comparable worth as the state's policy and 
mandated a study of the state's merit employment system 
that would result in a single system based on comparable 
worth. The bill also directed that an advisory 
committee, comprised of four legislators, two union 
representatives and an appointee of the governor, be 
established to oversee and direct the pay equity study. 
The advisory committee, after requesting proposals, hired 
a consultant 1983. 

Final recommendations resulting from the study were 
made prior to contract negotiations between the state and 
the American Federation of State, County and Municipal 
Employees in the summer of 1984. An appropriation of $10 
million for implementation of the negotiated study 
results was made by the legislature in 1984. Fay equity 
adjustments were implemented beginning in 1985. The 
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average pay equity adjustment was 6 percent. Adjustments 
to salaries of female-dominated jobs reduced the 
difference between average male salaries and average 
female salaries from 18.4 percent ($791 and $64 6) to 14.1 
percent ($822 and $706) . 

Negotiations between the state and state workers' 
unions between 1985 and 1988 have resulted In 
approximately $32 million worth of pay equity adjust nts 
to 491 classes, affecting 11,500 of the state'? 19 l 4 
workers . ' 

Tha following jurisdictions have al.so been involved 
in pay ec{uity activity: 

Research Study Adjustments 

Cities 



Sioux City R/GR 
School Districts 



Iowa City 

Community SD R/GR 
Sioux city Public 

Schools 

Co lleges and Universities 

Iowa state S 
University of lowa S 
University of Northern Iowa s 



KANSAS 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 



All Men 
All Women 



$21,074 (100%) 
$17,025 (81%) 



White 
Black 
Hispanic 



Men 

$21,379 (100%) 
$18,284 (85%) 
$19,956 (93%) 



Women 
$17,070 (80%) 
$16,671 (78%) 
$16,546 (77%) 



In 1984, an executive order of the governor mandated 
that the state's department of administration study 
occupational segregation to determine if the state's 



female workers were underpair' The state is currently 
conducting a comprehensive cxassif ication and job rate 
study. 

Statewide Grassroots Activity 

Manhattan (Kansas) Coalition for Pay Equity 



KENTUCKY 



state and Local Governm 


ant Information (EEO-4) , 1986 


Madian Annual 


Salaries, 


Full-Time 


Employment 


All Men 


$16,616 


(100%) 




All Women 


$14,678 


(88%) 






Men 




Women 


White 


$17,030 


(100%) 


$14,813 (87%) 


Black 


$13,554 


(79%) 


$13,533 (79%) 


Hispanic 


$15,684 


(92%) 


$14,000 (82%) 



In 1984, the Legislative Research Commission 
presented a report on pay equity, its legal status and 
recommendations for its implementation in the state. A 
quantitative point-factor system, implemented as a result 
of the study, did not include a comparison of salaries 
between female-dominated categories and male-dominated 
categories or between disproportionately-minority and 
White-dominated categories. 



LOUISIANA 



state and Local Governmexit Information (EEO-4) , 198 6 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$16,674 (100%) 
$14,266 (86%) 




White 
Black 
Hispanic 


Men 

$18,446 (100%) 
$13,263 (72%) 
$18,472 (100%) 


Women 
$15,688 (85%) 
$12,221 (66%) 
$13,639 (74%) 



The state conducted research on pay equity in 1982 
as part of its annual salary survey. A task force met in 
1984 to establish criteria for a new job evaluation 
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system, m 1985, the state conducted a job evaluation 
study. Tne study did not include a comparison of 
salaries between female-dominated categories and male- 
domxnated categories or between disproportionatelv- 
mmority and White-dominated categories. 



MAINE 



state and Local Government Information (EE0-4^, 1986 
Median Annual Salaries, Full-Time Employment ' 


All Men 
All Women 


$19,473 (100%) 
$18,436 (95%) 




White 
Black 
Hispanic 


Men 

$19,489 (100%) 
$19,000 (97%) 
$15,333 (79%) 


Women 
$18,468 (95%) 
$13,392 (69%) 
$13,667 (70%) 



In 1984, at the direction of language in state 
workers' contracts, a joint labor-management committee 
was formed to work with a consultant on a pilot pay 
equity study. While the coumittee was conducting its 
study, a bill that allowed state workers' unions to 
negotiate over the state's compensation system was pasred 
by the legislature in 1985. 

-.no^ ^^"^^ committee's final report was released in 
1986, union and management have been negotiating over the 
:ob evaluation system and the possibility of developina a 
new bias-free system. ^ ^ 

In June 1988, the legislature appropriated $2.7 
million worth of pay equity adjustments for nearly l,000 
education support personnel represented by the Associated 
t.ierical. Office, Laboratory and Technical staff of the 
University of Maine (affiliated with the National 
Education Association) at the University of Maine. 

The following jurisdiction has been involved in pav 
equity activity: 



9 



Research 
College s and Upiversitj,es 
Univeirnity of Maine r/gR 



Study 



Adjustments 



5.) 



ERIC 
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MARYLAND 



state and 


Local Government Information 


(EEO-4), 1986 


Median Annual Salaries, Full-Time Employment 


All Men 


$23,304 (100%) 




All Women 


$18,603 (80%) 






Men 


Women 


White 


$24,714 (100%) 


$19,248 (78%) 


Black 


$19,408 (79%) 


$17,379 (70%) 


Hispanic 


$22,965 (93%) 


$19,217 (78%) 



In 1979, the Governor's Commission on Compensation 
and Personnel Policies was createu to investigate the 
state's job evaluation system. While the Commission had 
not initially intended to include a pay equity study in 
its work, pressure from the Commission for Women, state 
workers' unions and suppori:ive state legislators urged 
that pay equity be examined. The Commission, after 
consultation with the governor, announced it would 
conduct a pay equity study in 1983* 

The study was completed in 1985; the results have 
never been implemented. 

The following jurisdictj.ons have also been involved 
in pay equity activity: 



Research 



Study 



Ad j ustments 



Counties 



Montgomery County 



School Districts 



Montgomery County Board 
of Education 



Colleges and Universities 



University of Maryland/ 
College Park R/GR 



ERIC 
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9 



MASSACHUSETTS 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$23,554 (100%) 
$18,685 (79%) 




White 
Black 
Hispanic 


Men 

$23,679 (100%) 
$22,572 (95%) 
$20,722 (88%) 


Women 
$18,790 (79%) 
$18,142 (77%) 
$16,906 (71%) 



In 1983, the legislature passed a bill establishing 
a legislative Special Committee on Comparabip Worth 
When study of the state workforce identified sex-based 
wage, discrimination, the state moved to correct the 
situation. 

Deciding to impi^ant pay equity through collective 
bargaining, the legislative committee worked with the 
administration to carry out a three-phase pay equity ' 
initiative. In I98^c thirty .emale-dominated job titles 
^^^'Tipf mid-contrac. upgrades at a cost of $3.8 million, 
in 1986, the suate's employee unions negotiated a gender- 
neutral reclassification. In 1986-1987, consultants 
reviewed the state's job evaluation guide charts for 
gender bias. An advisory committee, composed of union 
representatives and pay equity advocates, was appointed 
to provide inut for this project. The guide cnarts have 
been completed but not yet implemented. 

Litigation 

i^^^ ' ^ sex-based wage discrimination suit was 
settled by workers represented by the Massachusetts 
Teachers' Association, (affiliated with the National 
Education Association) at the University of Massachusetts 
for $1.4 million. Four-hundred female faculty members 
and librarians received pay equity adjustments, including 
back pay, of between $500 and $1,600. 



ERIC 
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The following jurisdictions have also been involved 
in pay equity activity: 

Research Study Adjustments 

Cities 

Boston S 
Cambridge R 

Haverhill A 

School Districts 

Norwood School District A 

Colleges and Universities 

BerJ^shire Community Collegia 
Bridgewater State College 
Bristol Community College 
Bunker Hill Community College 
Cape Cod Community College 
Fitchburg State College 
Framingham State College 
Greenfield Community College 
Holyoke Community College 
Massachusetts Bay Communiuy College 
Massachusetts College of Arts 
Massachusetts Maritime Academy 
Massasoit Community College 
Middlesex Community College 
Mt* Wachusett Community College 
North Adams State College 
North Shore Community College 
Northern Essex Community College 
Quinsigamond Community College 
Roxbury Community College 
Sales: State College 

Southeastern Massachusetts University 
Springfield Technical Community College 
University of Massachusetts 

(Amherst, Boston, Worchester Medical 

Center) 
Worcester State College 
Westfield State College 

a;.!: R S a 



ERiC NCPE/PAY equity activity 1979 - 1989 45 



MICHIGAN 



state and Local Government Information (EEO-4) , 1986 
Median Annual S^ilaries, Full-Time Employment 


All Men 
All Women 


$26,755 (100%) 
$22,437 (84%) 




White 
Black 
Hispanic 


Men 

$27,489 (700%) 
$23,596 (86%) 
$25,102 (91%) 


Women 
$22,222 (81%) 
$22,938 (83%) 
$22,990 (80%) 



In 19S0.. the Office of Women and Work studied the 
state's job classif r.cation system and found that female- 
dominated classes were underpaid, in 1985, a task force, 
established and authorized by the Civil Service 
Commission, completed a two-year report on pay equity. 
The report included recommendatic^is for changes in the 
state job classification system and pay equity 
adjustments. 

The results of the study were not implemented, but 
state workers' unions negotiated $20 million worth of pay 
equity adjustments, vhich were made in 1985 and 1986. 
Approxi._ately 2C ^ classifications received 20 cents/per 
hour increases and a lump sum payment of $278.40. Most 
female-dominated classes, covering 17,300 of the state's 
60,249 employees, were affected. 

Litigation 

In 1985, t-'ae International Union, UAW filed a sex- 
based wage discrimination suit against the state. The 
U.S. District court ruled that the state was taking steps 
to correct pay inequities and dismist'.ed the case in 
November 1987. The case was appealed, and . .al arguments 
were made before the U.S. Circuit Court of Appeals in 
February 1989. The Court of Appeals upheld the 
dismissal., 
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have a.lso 


been involved 


in pay equity activity: 






Research 


Study 


Adjustments 


Cities 








s 




Mt. Pleasant 




A 


Counties 






Genesee County 




A 


School Districts 






Fanaington 


s 


A 




s 




Shrewsbury 


s 




Colleaes and Universities 






n;^Vl ;?nH Cominunitv Collece 




A 


University of Michigan 


s 




Statewide Grassroots Activity 







Michigan Pay Equity Network 



MINNESOTA 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Employment 


All Men 


$26,597 (100%) 




All Women 


$19,673 (74%) 






Men 


Women 


White 


$26,717 (100%) 


$1>,697 (74%) 


Black 


$23,161 (87%) 


$18,802 (70%) 


Hispanic 


$25,713 (96%) 


$19,119 (72%) 



47 



state Government 

Average Annual Salaries, Full-Time Employment 



1976 



All Men 
All Women 



$13,670 
$ 9,480 



(100%) 
(69%) 



1983 



All Men 
All Women 



$22,922 
$16,702 



(100%) 
(73%) 



1986 



All Men 
All Women 



$26,915 
$22,214 



(100%) 
(83%) 



Source: Pay Egmty; The Minnesota Exnari^nrP Commission on the Economic 
Status of Women. 85 State Office Building. St. Paul. MN 55155. Fourth Printing 
Revised and Reprinted February 1988. 



The 1975 state contract of the American Federation 
of State, County and Municipal Employees (AFSCME) 
included a provision for a preliminary pay equity study 
which compared the jobs and salaries of clerical and non- 
clerical classes. In 1979, a formal job evaluation study 
was conducted at the request of the legislature. The 
Commission on the Economic status of Women, a legislative 
advisory body, created a task force to identify pay 
inequities between male and female state workers in 1981 
and 1982. 

Legislation passed in 1982 established a state- 
government pay equity policy and a procedure for making 
adjustments for state workers.. 

Implementation of pay equity for state workers, made 
over a four-year period in increments, was completed in 
1987. Pay equity adjustments, made through collective 
bargaining agreements, affected approximately 150 job 
classes, mostly clerical and health care workers. The 
total cost of pay equity was $22.2 million, or 
approximately 3.7 percent of the state's payroll. 

Legislation passed in 1984, the Local Government Pay 
Equity Act, mandated implementation of pay equity for 
local government workers. All localities (cities, 
counties and school districts) were required to conduct 
pay equity studies, identify any inequities, develop a 
plan for correcting any inequities and report to the 
state's Department of Employee Relations. All local 
governments have filed their reports. 
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MISSISSIPPI 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$14,851 (100%) 
$13,039 (88%) 




White 
Black 
Hispani- 


Men 

$16,632 (100%) 
$11,866 (71%) 
$15,867 (95%) 


Women 
$14,378 (86%) 
$10,991 (66%) 
$12,222 (73%) 


Mississippi gathered information on pay ecmitv 
between 1983 and 1985. f j ^ i 




MISSOURI 




State and Local Government Information (EEO-4), 198 6 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$21,668 (100%) 
$16,074 (74%) 




White 
Black 
Hispanic 


Men 

$21,922 (100%) 
$20,052 (91%) 
$22,700 (104%) 


Women 
$16,138 (74%) 
$15,739 (72%) 
$15,357 (70%) 



In 1985, the American Federation of State, county 
and Municipal Employees (AFSCME) , in conjunction with a 
state legislator, conducted a study to demonstrate cne 
existence of sex-based wage discrimination in state 
employment. 

In 1988, the division of personnel collected data by 
identifying the wage gap between men and women in state 
employment, which was reported as 86.9 percent. 



9 
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MONTANA 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Emplo'/Ttient 


All Men 


$20,919 (100%) 




All Women 


$14,852 ^71%) 






Men 


Women 


White 


$20,951 (100%) 


$14,852 (71%) 


Black 


$20,000 (95%) 


$16,000 (76%) 


Hispanic 


$20,000 (S5%) 


$14,105 (67%) 



State Government 

Average Annual Salaries, Full-Time Employment 



Fiscal Year 1989 



All Men 
All Womeii 



$23,026 (100%) 
$17,989 (78%) 



Source • Comparable Worth in State Government: Report to the Fifiy-Fir^t State 
Legislature. State Personnel Division. Department of Administration. January 1989, 



In 1983, the governor appointed a task force to 
develop a '^oint-f actcr job evaluation system. Later in 
the year, -legislation was enacted mandating that the 
state "work toward the goal of establishing a standard of 
equal pay for comparable work." The statute required that 
a progr-'iss report be made to the legislature every two 
years. 

A partial pay equity study, involving representative 
jobs, was conducted in 1985. The point-factoring system 
was not applied and never implemented in the state. 

Tbe following jurisdictions have also been involved 
in pay equity activity: 



Research 



Study 



justments 



Colleges and Universities 



Eastern Montana College 
Montana State University 
Northern Montana College 



NCPE/PAY EQUITY ACTIVITY 1979 - 1989 



51 



Univet-sity of Montana 
Western Montana Colleae 
All: 



NEBRASKA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Sal>ries, Full-Time Employment 



All Men 
All Women 



White 
Black 
Hispanic 



$21,282 (100%) 
$14,807 (70%) 

Men 

$21,392 (100%) 
$19,846 (91%) 
$18,845 (88%) 



Women 
$14,772 (69%) 
$15,710 (73%) 
$14,621 (68%) 



State Government 

Average Annual Salaries, Full-Time Employment 
1986 



All Men 
All Women 



$20,962 (100%) 
$15,858 (76%) 



Source: Nebraska Department of Personnel. 1987 Almanac. 



A study to Identify occupational segregation a;'C 
salary inequities was completed by the Legislative 
Appropriations Committee in 1978. 

The state collects and summarizes data on male- and 
temale-dommated job classifications annually. 

The following jurisdiction has also been involved in 
pay equity activity: 



• 



Research 



Study 



Ad j ustments 



Cities 



Lincoln-Lancaster R/GR 



60 
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NEVADA 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time Employment 


All Men 


$25,999 (100%) 




All Women 


$20,665 (79%) 






Men 


Women 


White 


$26,407 (100%) 


$20,709 (78%) 


Black 


$23,705 (90%) 


$20,359 (71%) 


Hispanic 


$23,202 (88%) 


$19,783 (75%) 



In 1983, the legislature passed a resolution 
establishing a committee to conduct research on pay 
equity. A task force completed and presented a report to 
the legislature in 1984 on wage-setting for the state's 
classified workers. 



The following jurisdiction bas also been involved in 
pay equity activity: 

Research Study Adjustments 
School Districts 



Clark County SD S/GR 



NEW HAMPSHIRE 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Employment 


All Men 


$19,577 (100%) 




A].l Women 


$15,336 (78%) 






Men 


Women 


White 


$19,598 (100%) 


$15,338 (79%) 


Black 


$16,250 (83%) 


$15,000 (77%) 


Hispanic 


$18,000 (92%) 


$14,667 (75%) 



In 1986, the Commission on Women began to study pay 
equity, but suspended its effort when the legislature 
created its own task force to study the state's 
classification system. The task force held public 
hearings and hired a consultant to propose a new 
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classifies ^on system. The new system was developed in 
1988 • 



NE«V JERSEY 



a 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$25,286 (100%) 
$18, 120 (72%) 




White 
Black 
Hispanic 


Men 

$26,293 (100%) 
$21,405 (81%) 
$21,296 (81%) 


Women 
$18,468 (70%) 
$17,504 (66%) 
$15,755 (60%) 



State Government 

Average Annual Salaries, Full-Time Employment 



1987 

All Men 
All Women 



White 
Minority 



$29,667 (100%) 
$22,030 (74%) 



Men 

$31,414 
$23,674 



Women 



(100%) 
(76%) 



$23,227 
$19,963 



(74%) 
(64%) 



i^"'*^^-' f/^g/ RfPQrC The New Jersey Task FnrrP nn P.guitable CnmnPn,nt,nn 
Trenton: Department of Personnel, November 1987. 



In 1984, the legislature established the Task Force 
on Equitable Compensation to conduct public hearings on 
pay equity and collect data on activities in other 
states. A pay equity study was authorized in 1985. 

Initial pay equity adjustments of $7 million were 
made in 1985 for 9,000 workers. Adjustments raised 
salaries for workers in the bottom four classes, which 
were dominated by women and people of color. 

The results and recommendations of the tt.sk force's 
final study were presented to the legislature late in 
1987. The recommendation to appropriate $60 million to 
implement the results of the pay equity study is 
currently under consideration by the state legislature 
and governor. 



G2 



ERJC 
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The following jurisdictions hava also been involved 
in pay equity activity: 

Research Study Ad j ustinents 
Cities 



Jersey city S 

Counties 

Camden R/GR 



NEW MEXICO 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Employment 


All Men 


$19,111 (100%) 




All Women 


$16,067 (84%) 






Men 


Women 


White 


$21,177 (100%) 


$18,072 (85%) 


Black 


$18,552 (88%) 


$15,827 (75%) 


Hispanic 


$18,135 (86%) 


$15,076 (71%) 



In 1983^ $3.2 million worth of pay equity 
adjustments were made to 23 female-dominated categories 
in the lowest pay ranges based on the results of a review 
of the pay and classification system in 1980 • 

A task force was appointed by the governor in 1985 
to study pay equity; it evolved into a job evaluation 
task force ^ which conducted a pay equity study • Final 
rec^.TCffiendations of the completed study have never been 
iffi^ lemented. 

The following jurisdiction has also been involved in 
pay equity activity: 

Research Study Adjustments 

Counties 

Los Alamos County A 



^3 



o 
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NEW YORK 



state and Local Government Information (EEO-4) , 1986 

Median Annual Salaries, Full-Time Employment 

All Men $28,250 (100%) 

All Women $20,460 (72%) 

^ Women 

White $29,730 (100%) $19,757 (66%) 

Black $25,425 (85%) $21,062 71% 

Hispanic $25,546 (86%) $20,667 70% 



In 1982, state workers' unions negotiated with the 
Governor's Office of Employee Relations for ^ pay ecixily 
study. Begun xn 1983, the pay equity study, which w?s 
conducted by a consultant, examined both s4x- and ?ice- 
based wage discrimination. Simultaneously, another 
consultant conducted a general classif icatioj. study. 
Both studies were completed in late 1985. 

Based on the findings of these studies and using the 
data gathered by :he consultants, the state developed its 
own quantitative, bias-free job evaluation system. The 
system installed in 1987, is now used to allocate job 
titles to salary grades, m addition, the state is us-'ng 

H^?.^? °^ its ^'000 titles to 

determine their proper allocation. The first titles 
evaluated were the female-dominated classes found to be 
undervalued during the pay equity study, while race was 

equity study conducted did not 
Identify any race-based wage discrimination. [Editor's 
Note: In research conducted after the New York State 
study was completed, "jobs disproportionately held by 
Blacks and Hispanics were found to be systematically 
undervalued relative to comparable job titles 
disproportionately filled by White men."^] 

In 1985 contract agreements between the Civil 
Service Employees Association (affiliated with the 
American Federation of State, County and Municipal 

^"'^ ^^^i° Employee Federati. rx (affiliated 
with the Service Employees International Union and the 
American Federation of Teachers) and the state, $75 
million was negotiated for pay equity adjustments. The 
adjustments, made m 1986, affected 150 classifications 
covering approximately 47,472 state workers, including 
clerks, keyboard operators, food service workers 
maintenance assistants, and licensed practical nurses. 
Average ^.ay equity adjustments were 7 percent; the 
initial implementation funds amounted to 2 percent of the 
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year's payroll budget. 

In 1988, the legislature appropriated $160,000 to 
the Municipal Services Division of the state Civil 
Service Department. The funding enabled the Pay Equity 
Unit to undertake "A project that, at no cost to the 
municipalities involved, could develop a ne\v 
classification plan with all-new job specifications for 
every title in each county; make recommendations for pay 
equity adjustments based on job worth points, which are 
to be negotiated with unions; and establish a gender- 
neutral point-factor system for future use. The project 
began in 1988; completion of the study phase was expected 
by late 1989. (The asterisk for the jurisdictions below indicates the 
municipalities presently involved in the project,) 

The following jurisdictions have also been involved 
in pay equity activity: 

Research Study Adjustments 
Cities 



New York 


R/GR 






North Hempstead 






A 


Watertown* 




S 




Counties 








Broome* 




S 




Dutchess* 




s 




Nassau 


R/GR 






St. Lawrence* 




s 




Suffolk 




s 


A 


Tompkins* 




s 




School Districts 








Ccntrcl Islip SD 






A 


Comina . SD 


R/GR 






Elwoou SD 


R/GR 






Garden City SD 


R/GR 






Glen Cove SD 


R/GR 




A 


Locust Valley SD 


R/GR 






Massapegua SD 


R/GR 






Tdtchgour- 








Medford SD 


R/GR 






Port Washington SD 


R/GR 






Rockville 








Centre SD 


R/GR 






Sachem SD 


R/GR 






Smithtown SD 


R/GR 






South 
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Huntington SD R/GR 
Three Village SD R/GR 
Valley Stream SD R/GR 

Colleg es and Universit ies 



9 



State University of New York 
System 



NORTH CAROLINA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Fulx-rime Employment 


All Men 
All Women 


$17,842 (100%) 
$15,845 (89%) 




White 
Black 
Hispanic 


Men 

$19,131 (100%) 
$14,650 (77%) 
$15,660 (82%) 


Women 
$16,585 (87%) 
$14,470 (76%) 
$14,706 (77%) 



In 1980, the state government began collecting data 
on its job evaluation system. Inequities between the 
salaries in female-dominated and male-dominated 
categories were found. 

In 1984, the legislature passed a resolution calling 
for a pay equity study. When the naw legislature met in 
1985, it repealed the law and stopped the study. 

Two bills, passed in 1985, created two new task 
forces to examine pay equity and personnel policies, but 
neither received sufficient funding to meet more than a 
f'^w times. 
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NORTH DAKOTA 



state and Local Government Information (EEO-4), 1986 
Median Annual Salaries, Full-Time Employment 



All Men 
All Women 



$20,451 (100%) 
$14,750 (72%) 



White 
Black 
Hispanic 



Men 

$20,650 (100%) 
$18,000 (87%) 
$15,200 (74%) 



Women 
$14,821 (7'^%) 
$15,000 (73%) 
$12,250 (59%) 



Informal pay equity data collection began in 1984, 
The Legislative Council's interim Committee on Government 
Administration decided in 1986 that a formal pay equity 
Suudy of the state's job evaluation system was necessary 
and hired a consultant to conduct it. The study and 
recommendations were completed in June 1988. It is not 
clear how female-dominated jobs were affected by 
implementation, which began in 1989. 



OHIO 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Employment 


All Men 


$21,987 (100%) 




All Women 


$17,834 (81%) 






Men 


Women 


White 


$22,370 (100%) 


$17,667 (79%) 


Black 


$19,830 (89%) 


$18,296 (82%) 


Hispanic 


$20,573 (92%) 


$36,737 (75%) 



A review of the state civil service syst m in 1984 
revealed sex-based wage inequities • The same year, a 
task force was established by executive order of the 
governor to conduct a pay equity study. In 1987, the 
state began modernizing its classification system. Work 
WPS completed in 1988. 
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The following jurisdiction has also been involved in 
pay equity activity: 



Research 



Study 



Adjustments 



Counties 



Cuyahoga County Public Library 



OKLAHOMA 



state and Local Government Information (EEO-4), 1986 
Median Annual Salaries, Full-Time Employment 



All Men 
All Wo!uen 



White 
Black 
Hispanic 



$18,626 (100%) 
$16,631 (89%) 

Men 

$19,060 (100%) 
$15,510 (81%: 
$16,970 (82%) 



Women 
$17,042 (89%) 
$14,850 (78%) 
$15,413 (81%) 



The state conducted a job evaluation study in 1981 
Completed in J-^^Z, the study included a comparison of 
salaries betwe, . female-dominated and male-dominated 
categories. It is not clear if f emale-domiiated jobs 
were affected by pay equity adjustments as a result of 
the comparisons made during the study. 



6 
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OREGON 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$27 ~34 (100%) 
$19,681 (71%) 




White 
Black 
Hispanic 


Men 

$27,754 (100%) 
$26,030 (94%) 
$244,067 (86%) 


Women 
$19,700 (71%) 
$20,088 (72%) 
$18,692 (67%) 



• 



In 1983, the legislature established a task force to 
overp^e a pay equity study after preliminary research had 
found women in the lov»est-paid classes. The 

f<8 
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recommendations for implementation of the study's results 
were presented to the legislature in 1985* 

In 1987, a task force of state workers' unions, 
chaired by the Oregon Public Employee Union (affiliated 
with the Service Employees International Union) , 
negotiated $23 million worth of pay equity adjustments. 

As a result of a 1989 contract settlement that 
resolves the reclassification effort by the statf; that 
developed out of the pay equity initiative, $10 million 
has been allotted for reclassification adjustments of 
between 5 and 40 percent for 5,400 OPEU members- Many of 
the workers receiving adjustments are in classes 
identified as underpaid in the pay equity study- 

The following jurisdictions have also been involved 
in pay equity activity: 



Research 


Study 


Adjustments 


Cities 






Portland 


S 


A 


Counties 






Multnomah County 




A 


School Districts 






Albany 
Eagle Point 


S/GR 
S/GR 




Coileaes and Universities 






Chemekata Community college 


S 




Eastern Oregon State College 
Oregon Health Sciences University 
Oregon Institute of Technology 
Oregc- State Uriversity 
Portland State University 
Southern Oregon state College 
University of Oregon 
Western Oregon State College 






All: 


S 


A 
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PENNSYLVANIA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 



All Men 
All Women 



White 
Black 
Hispanic 



$21,725 (100%) 
$17,052 (78%) 

Men 

$22,003 (100%) 
$20,693 (94%) 
$19,789 (90%) 



Women 
$^ .708 (76%) 
$ 120 (82%) 
$16,927 (77%) 



In 1980, the American Federation of State, County 
and Municipal Employees (AFSCME) union commissioned 
research on sex-based wage discrimination in state 
employment and later released the "Study of Equal Wages 
for Jobs of Comparable Worth." In 1988, the Service 
Employees International Union researched sex-based wage 
inequities for state workers. 

Litigation 

As a part of an out-of-court settlement of a sex- 
based wage discrimination suit brought by the 
Pennsylvania Nurses' Association, pay equity adjustments 
totalling $16 million were made in 1987. Adjustments, 
made ever six years, affect approximately 2800 workers in 
15 nurse classifications. Affected workers will receive 
upgrades of one to four pay ranges. Over half of the 
class received immediate pay equity increases averaging 
$1305 annually, effective April 1, 1987. 

The following jurisdictions have also been involved 
in pay equity activity: 



Research 



Study 



Adjustments 



Cities 



Pittsburgh 
Philadelphia 

School Districts 



R/GR 



Mt. Lebanon SD 
Reading SD 
Woodland Hills 



R/GR 



A 
A 
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Colleges and Universities 

Philadelphia Coinmaniti' College A 



RHODE ISLAND 



state and 


Local Government Information (EEO-4) , 1986 


Median Annual Salaries, Full-Time Employment 


All Men 


$21,755 (100%) 




All Women 


$17,811 (82%) 






Men 


Women 


White 


$21,844 (100%) 


$17,844 (82%) 


Black 


$19,119 (88%) 


$17,223 (79%) 


Hispanic 


$20,173 (92%) 


$16,667 (76%) 



In 1983, the state collected data on the wages of 
women and men in state employment. In 1984, a task force 
was set up by joint resolution to study pay eq^aity and 
report findings to the legislature. The legislative 
study committee compared several female-dominated 
classifications to male-dominated classifications using a 
point system. Results of the committee's report were 
filed in 1986. 

After the committee's report was filed, a Pay Equity 
Board was established and minimum funding for pay equity 
adjustments for a minimum of four years was appropriated 
by the legislature as a result of pressure from 
advocates. The pay equity board, comprised of six unicn 
representatives and six from the state deteirmined how 
funds were to be allocated from year-to-year. The stidy 
completed by the legislative study committee was used for 
guidance in funding. 

Rhode Island began conducting a comprehensive 
classification study in 1988. 

Litigation 

A suit was filed against the state in 1984 by the 
Rhode Island Education Association (affiliated with the 
National Education Association) at the University of 
Rhode Island alleging sex-based wage discrimination 
against university clerical employees. The 1986 out-oi.- 
court settlement resulted in adjustments for twenty-eight 
classifications. State nurses, who were negotiating a 
contract at the same time, also received small pay equity 
adjustments. Adjustments were made from a $500,000 fund 
established by the governor for pay equity. (See information 
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above ..igation.) 

The following jurisdiction has also been involved in 
pay equity activity: 

Research Study Adjustments 

Colleges and Universities 

University of Rhode Island a 

SOUTH CAROLINA 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Timt. Employment 

All Men $18,562 (100%) 

All Women $17,156 (92%) 

Men Women 

White $21,028 (100%) $18,494 (88%) 

Slack $14,767 (70%) $15,317 (73%) 

Hispanic $18,364 (87%) $19,428 (92%) 



The state's Human Affairs Commission includes in its 
annual report information on occupational segregation. 
The Commission on Women has informally collected data on 
pay equity for several years. 

SOUTH DAKOTA 



State and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$18,050 (100%) 
$13,845 (77%) 




White 
Black 
Hispanic 


Men 

$18,096 (100%) 
$18,800 (104%) 
$11,000 '61%) 


Women 
$13,831 (76%) 
$14,572 (81%) 
$13,000 (72%) 



\ pay equity study was completed in 1984. The 
follovring year/ the legislature approved approximately $4 
million for pay equity adjustments to move state workers 
into the new classes resulting from study 
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recommendations. Health care professionals and social 
workers were the primary recipients of the adjustments. 



TENNESSEE 



state and Local Government Information (EEO-4) , 1986 
Median Annual salaries, Full-Time Employment 


All hen 
All Women 


$16,200 (100%) 
$13,176 (81%) 




White 
Black 
Hispanic 


Men 

$16,726 (100%) 
$14,648 (88%) 
$16,154 (97%) 


Women 
$13,568 (81%) 
$12,119 (72%) 
$14,000 (84%) 



In 1986; the state collected data identifying male- 
and female-dominated job classifications and completed 
its study of the state job classification system, while 
the study did not include a comparison of salaries 
between female-domine.ted and male-dominated job 
categories or between disproportionately-minority and 
white-dominated categories, some of the job categories 
that were found to be underpaid and received adjustments 
included female-dominated classes. 



TEXAS 



state and Local Govern* Info tion (EEO-4) , 1986 
Median Annual Salaries, r'ull-Time Employment 



All Men 
All Women 



$21,593 (100%) 
$17,038 (79%) 



White 
Black 
Hispanic 



Men 

$23,871 (lOC'o) 
$18,869 (90%) 
$17,253 (72%) 



Women 
$18,226 (76%) 
$15,908 (67%) 
$14,852 (62%) 



A task force was established in 1981 to review and 
report on policies concerning state workers, including 
pay egu\ty. In 1984, the Texas State Employees Union 
(affiliated with the Communications Workers of America) 
conducted research and published "Job Segregation and 
Wage Inequities in Texas State. Employment." 
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The following jurisdictions have also been involved 
in pay equity activitv: 



Research 



Study 



Adjustments 



Cities 



Austin 

School Districts 



Brownsville SD 



S/GR 



UTAH 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Wowen 


$22,516 (100%) 
$15,389 (68%) 




White 
Blijk 
Hispanic 


Men 

$22,685 (100%) 
$18,968 (84%) 
$19,082 (84%) 


Women 
$15,433 (68%) 
$16,091 (71%) 
$14,552 (64%) 



In 1985, a task force began to research pay equity 
and consider adontion of a new job classification system. 
The state is sti. 1 utilizing its old system. 

Statewide Grassroots Activity 

Utah Pay Equity Coalition 



VERMONT 



state and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full-Time Employment 


All Men 
All Women 


$19,805 (100%) 
$17,375 (88%) 




White 
Black 
Hispanic 


Men 

$19,798 (100%) 
H/A 

$23,750 (120%) 


Women 
$17 375 (88%) 
N/A 
N/A 
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In 1983, the Governor's Commission on the Status of 
Women held hearings on pay equity. The following year, 
the legislature authorized a "classification study of the 
state employee positions, with special emphasis on the 
aspects of the study which relate to pay equity and 
comparable worth." The study was completed in 1985 and 
implemented over a two year period beginning in December 
1986 as a result of collective bargaining. 

The adjustments to close the 13 percent wage gap 
between women and men affected female-dominated 
categori3s such as human services aides, social workers, 
administrative assistants and clerical workers. The exact 
amount appropriated for pay equity adjustments is 
unknown, since simultaneous adjustments included cost-of- 
living and merit increases, but: estimates indicate that 
individual adjustmv?nts for affected workers averaged 2 
percent, with some as high as 15 percent. 

The following jurisdicticn has also been involved in 
pay equity activi»-y: 

Research Study Adjustments 

Cities 

Burl ington S 

VIRGINIA 



state and Local Government Information (EEO-4) , 1986 

Median Annual Salaries, Full-Time Employment 

All Men $21,056 (100%) 

All Women $16,841 (80%) 

Men Women 

White $22,330 (100%) $17,566 (79%) 

Black $17,266 (77%) $15,357 (69%) 

Hispanic $20,847 (93%) $18,107 (81%) 



At the direction of the legislature, the Commission 
on the Status of Women completed a report in 1983 on wage 
inequities between men and women. The report recommended 
pay equity as a solution for eliminating the wage gap. 

In 1984, the legislature requested that the state 
secretaries of administration and finance compile a 
report on the status and implications of comparable 
worth. The report was issued in 1985. 
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initial appropriation of $1.5 million v^as made to begin 
pay equity adjustments » 

Late in 1983, a federal court judge ruled that the 
state vcds in violation of Title VII of the Civil Rights 
Act of 1964 and ordered the state to implement the 
findings of the study and award back pay from 1980 to 
approximately 3 4,0C0 state employees. The decision, 
however, was reversed by a three- judge panel of the Ninth 
Circuit Court in 1985. 

As AFSCME sought a hearing before the full court in 
1986, the union and state reached an agreement to rer Ive 
the litigation. Washington agreed to $101 million in pay 
equity adjrstiaents, to be implemented in increments and 
completed by 1992. 



The following jurisdictions 


have also 


teen involved 


in pay oquity activity: 






Research 


Study 


Adjustments 


Cities 






Lacey 




A 


Olympia 




A 


Renton 




A 


Saattle 


S 


A 


Spokane 


s 


A 


Counties 






King 


s 


A 


Thurston 


S 


A 


School Districts 






Longview Public Schools 




A 


Seattle SD 


S/GR 




Colleaes and Universities 







Bellevue Community College 
Big Bend Community College 
Clark College 

Columbia Basin Community College 
Eastern Washington University 
Edmund Community College 
Everett Community College 
Evergreen Community College 
Fort Steilacoom Community College 
Grays Harbor College 
Green River Community College 
Highline Community College 



77 



o 

RIC 



NCPE/PAY EQUITY ACTIVITY 197 9 - 1989 



69 



Lower Columbia College 

Olympia Community College 

Peninsula College 

Pierce Community College 

Seattle Community College District 

(North, Central and South) 
Shoreline Community College 
Skagit Valley College 
South Puget Sound Conmunity College 
Spokane Community College District 
Tacoma Commnnity College 
University o£ Washington 
Walla Walla Community College 
Washington State University 
Wenatchee Valley College 
Western Washington University 
Whatcom Community College 
Yakima Community College 



WEST VIRG'NIA 



S'-ate and Local Government Information (EEO-4) 1986 

Median Annual Salaries, Full-Time Employment 

All Men $15,654 (100%) 

All Women $13,335 (85%0 

Men Women 
White $15,737 (100%) $13,349 (85%) 

Black $13,691 (87%) $12,947 (82%) 

Hispanic $20,000 (127%) $14,800 (94%) 



In 1984, the legislature established a task force to 
evaluate the compensation and classification plans to 
determine if any improvements were necessary and if any 
sex-based wage inequities existed. The task force 
reported its findings to the legislature in 1985, and in 
1986, a pay equity study was authorized by the 
legislature and completed. The com-.leted study and its 
recommendations have not yet been implemented. 
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The following jurisdictions have also been involved 
in pay equity activity: 

Research Study Ad j ustments 

Colleges and Universities 

Bluefield State College 
Concord College 
Fairmont State College 
Glen Ville State College 
Marshall University 
Parkersburg state College 
Potomac State College of 

West Virginia University 
Shepherd College 

Southern West Virginia Community 

College 
West Liberty State College 
West Virginia College of Graduate Studies 
West Virginia Institute of Technology 
West Virginia Northern Community College 
West Virginia School of Osteopathic Medicine 
West Virginia State College 
West Virginia University 

All: S 



WISCONSIN 



state and Local Government Information (EEO-4) , 1986 


Median Annual 


Salaries, Full-Time 


Employment 


All Men 


$25,891 (100%) 




All Women 


$19,646 (76%) 






Men 


Women 


White 


$25,978 (100%) 


$19,784 (76%) 
$18,829 (72%) 


Black 


$23,973 (92%) 


Hispanic 


$27,573 (106%) 


$19,253 (74%) 



In 1977, a preliminary study of 9,000 state clerical 
workers' jobs was conducted. An executive order from the 
governor established a task force and mandated a pay 
equity study in 1984. The study, completed in 1986; 
included an initial comparison of salaries in 
dispropoxrtionately-minority categories with Whita- 
dominated categories as well as a comparison of salaries 
between female-dominated and male-dominat.ed categories. 
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Initially, the legislature appropriated $9 million to 
implement the study results; a budget deficit reduced the 
implementation appropriation to $2.1 million. 

Implementation began in February 1987; the last 
adjustment was made in July 1988. Adjustments, ^hich 
averaged 12.7 percent, affected over 15,000 state workers 
in 257 classifications. Classifications receiving 
adjustments included data entry operator, food service 
worker, librarian, medical technologist and registered 
nurse. The percentage of payroll budget for the two-year 
implementation period was 3.7 percent. 

The following jurisdictions have also been iavolva' 
m pay equity activity: 



Research 



Study 



Adjustments 



Cities 



Green Bay 
Madison 



R 
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0 



ens 



Colleges and Unive i<^ ities 



University of Wisconsin System 



All: 



S 



A 



WYOMING 



St te and Local Government Information (EEO-4) , 1986 
Median Annual Salaries, Full -line Employment 



The Commission for Women held pay equity hearings in 
1984. In 1985, the leqislature passed a bill ca'. ling for 
preliminary pay equity research. Research identified the 
wage gap and made racommendations for closing it through 
pay equity adjustments and a complete job 
reclassification. 

A task force wps appointed by the governor in 1987 
to oversee a pay and classification study. The study was 
implemented in 1989, but the extent to which female- 
dominated jobs were affected by the new system is not 
clear. 



All Men 
All Women 



$22,735 (100%) 
$16,277 (72%) 



White 
Black 
Hispanic 



Men 

$22,947 (100%) 
$18,143 (79%) 
$18,849 (82%) 



$16,374 (71%) 
$17,167 (75%) 
$14,816 (65%) 



Women 
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PAV EQUITY ACTIVITY IN COUNTIES 



Over 25 counties throughout the U.S., plus 87 in the 
state of Minnesota, have been involved in pay equity 
activity in the past ten years. 

Counties that have been particularly vigilciit in 
identifying and working to eliminate sex- and race-based 
wage discrimination from their workforces have been 
Contra Costa County, CA and Montgomery County, MD. Both 
counties began to examine their vage-setting systems in 
the mid-1980' s. Montgomery County completed a pay equity 
study and approved a plan for implementation in the 
spring of 1989, and Contra Costa County began work on a 
comprehensive pay equity study in the summer of 1989, 
after making initial puy equity adjustments in earlier 
agreements with county unions, other counties taking 
recent action are King County,. WA and Suffolk County, NY. 

Encouragement from state legislatures has played a 
rola in the pay equity activity of counties in some 
states. Minn'isota's 87 counties are in varying stages of 
implementing pay equity as they come into compliance with 
the state law requiring that local governments vork to 
achieve pay equity. As with all local agencies In 
California, counties are prohibited from not adopting pay 
equity/comparable worth proposals in collective 
bargaining. Several counties in New York State are also 
involved in pay equity activi::y in an innovative program 
approved by the state legislature. 

The New York State Department of Civil Service, 
Municipal Services Division received a legislative 
appropriation of $160,000 for 1988-1989. The funding 
enabled the Pay Equity Unit to undertake a project, at no 
cost to the counties of Broome, Dutchess, St. Lawrence 
and Tompkins, to develop a new classification plan with 
all new job specifications for every title in each 
county; make recommendations for pay equity adjustments 
based on job worth points, which will be negotiated with 
unions; and establish a gender-neutral poinr-f actor 
system for future use» The project began in 1988, and 
completion of the study phase was expected by late 1989. 

Overall, counties employ more women than 
municipalities do. While municipalities employ a 
majority of men due to the number of traditionally male- 
dominated municipality occupations, counties employ a 
majority of women, who work in occupations related to 
counties' social service and public assistance roles. 

* 
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California 

Alameda County 

A joint labor-management pe^y equity study was 
negotiated between SEIU and the county. The study was 
completed in 1987. Pay equity adjustments of one to 3 
percent were negotiated for county workers. 

Contra Costa County 

Pay equity adjustments of 3 percent in each year of 
a two-year agreement were negotiated for social workers 
and elxgxbxlxty workers in a 1984 contract between 
employee unions, which included SEIU and AFSCME, and the 
county. A provision in the 1984 contract also called for 
the creatxon of a joint labor-management task force to 
research pay equity. The unions proceeded to conduct a 
D Ob-match study using the job evaluation points awarded 
to generxc joh classes in San Jose and Washington State. 
Pay equxty adjustments ranging from 2.5 percent to 7 5 
percent were negotiated during 1985-1987 negotiations 
usxng the results of the union study. Adjustments have 
cover -d a total of 2,972 county employees in 257 femaie- 
aomxna\.<?d classes. 

As part of agreements made late in 1987, unions and 
tlie county are now undertaking a full job evaluation 
study to determine if any existing wage inequities are 
due to sex, race or other factors. A pay equity task 
force was formed and began meeting in January 1988 tc 
determxne the methodology to be used in the study. 
Eventually, the .sk force agreed to utilize both 
factor system and the decision band method of job 
evaluation,, applying them in a pilot study of 
representative classifications. 

A steering committee, composed of labor and 
management representatives, and an evaluation committee 
composed of different representatives from both sides, ' 
were formed to complete work on the pilot study. The 
xnformatxon gathered during the pilot study will enable 
county officials and unions to determine which 
methodology, point-factor or decision band, is most 
approprxate for use in the comprehensive study, which 
began in 1989. 

Recommendations for pay equity adjustments resulting 
from the comprehensive pay equity study will be made to 
the county Board of Supervisors. The contract between 
the county and its unions stipulates: 

"Pay equity recommendations which are approved by 
the Board of Supervisors shall be implemented in 
such fashion that the County will provide fifty 
cents in pay equity adjustments for each one dollar 
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general wage increase authorized for the 
classifications represented by the participating 
unions collectively, provided that the total amount 
of pay equity adjustments in any fiscal 'ear shall 
not exceed tw.^Tity-f ive percent of the general 
payroll increase." 



r:iunbol<it 

Vhe Humboldt County Personnel Department intended to 
hire a consultant to only conduct a classification study 
of county jobs. However, the Humboldt County Public 
Employees Association (affiliated with AFSCME) 
successfully persuaded the Board of Supervisors to voted 
to expand the study to include a pay equity analysis in 
April 1989. 

Kern 

Pay equity adjustments of one to 5 percent were 
negotiated in a 1985 contract between SEIU and the 
county. 

Los 2Uigel6s County 

Pay equity adjustments of one percent weri 
negotiated for clerical workers in a 1985 contract 
between SEIU and the county in 1985. Further adjustments 
of 4.5 to 14 percent were negotiated for 3,000 county 
employees, including social work-^rs and health care 
workers in 1987. SEIU, which represents 47,000 county 
workers, filed a race- and sex-basecl wage and promotional 
discrimination suit against the county in state court in 
1986. The case was still pending in 1989. 

Marin 

Pay equity adjustments of 2.5 percent were made to 
87 classes, including clericdl and eligibility workers, 
library clerks, two classes in the library series and 
accountant I in 1985. 

Monterey 

Pay equity adjustments of one percent have beei. 
negotiated in contracts between SEIU and the county. 

Pay equity adjustments of one to 5 percent were 
negotiated in a 1985 contract between SEIU and the 
county. 

c^acrcimento 

Pay equity sdjustmants were negotiated for feiaale- 
dominated classes in 1985, 1986 and 1988 ccrtracts 
between unions and the county. 
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Sas Francisco County (See san Francisco, city of) 
San Mateo 

A committee was appointed by the county manager in 
1984 to gather information on pay equity and to make 
recommendati :)ns for the county. Pay equity adjustments 
of 1.5 to 5 percent in addition to the across-the-board 
increase negotiated for all classes in a two-year 1984 
cont.ract. Pay equity adjustments were negotiated for 23 
classifications, including s\:aff clerks, librp-ians and 
eligibility workers, in a 1986 contract betwee i SEIU and 
AFSCME and the county. Ac'iustments of up to $450 per 
month were also made for social workers and a commitment 
to raise the pay for eligibil ty fraud investigators 
about $175 per month were also negotiated as a result of 
a pattern of previous grievances. 

Santa Clara County 

As a result of recommendations from a task force 
created by the Board of Supervi ;rs in 1984, the county 
adopted a pay equity policy and voted to conduct a study. 
Pay equity adjustments of 13.5 percent for librarians and 
2.5 to 6.5 percent for 31 clerical classifications were 
negotiated in a 1985 contract between SEIU and the 
oounty. The results of the joint pay equity study, 
completed in 1987, brought additional adjustments. 

Santa Cruz 

In 1989, as a result of a job match study conducted 
oy SEIJ, the county appropriated $500,000 for pay equity 
adjustments over two years. 

Sonoma 

Pay equity adjustments of 5 percent were negotiated 
for female-dominated jobs in a 1985 contract between SEIU 
and the county. 

Delaware 

New castle. County 

Pay equity adjustments totalling approximately 
$66,000 were negotiated for female-dominated jobs j.n a 
1987 contract between AFSCME and the county. The 
adjustments came as the result of a study of the county 
personnel system by a consultant in 1985. 

Maryland 

Montgomery 

The Montgomery Countv Council approvea 5 percent pay 
equity raises for 2,900 county workers in jobs held 
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predominantly by women and/or people of color in 1989* 
The unanimous decision by the Council to authorize ihe 
$2.4 million worth of pay equity adjustments for 1989 
will raise the wages of female-dominated jobs such as 
secretary, nurse, school therapist, librarian, bus driver 
and data processing worker* 

Pay equity activity was set in motion by the 
county's Commission for Women, which formed a committee 
to work on pay equity '.n 1982. The following years 
brought the introduction of a bill calling for pay 
equity; Council hearings on the bill; and the formation 
of a Council Compensation Task Force to examine 
compensation issues, including pay equity. 

A coalition of advocates in the county worked to 
convince the County Executive to undertake a diagnostic 
evaluation of the county's job classification system 
(Q.h.S.) . 

The consultant hired by the county submicted a fin':\l 
report in May 1986 that recommended changes to the Q.E.S. 
in order to more accurately credit the work of all county 
v'orV:ers. The report recommended adding public 
service/assistance as a factor, along with the 
redefinition and expansion of four other factors — 
physical demands, hazards, supervision exercised and 
working environment. 

After many meetings and extensive review of the 
report, the same consultant was rehired in January 1987 
to study and make recommendations for the new grades 
under the revised Q.E.S. system. A 10-member advisory 
committee was formed with representatives from the 
Moni'gomery County Government Employees Organization 
(affiliated with the United Food and Commercial Workers 
International Union) , county workers and managers to 
monitor and assist the consultants with their work. The 
consultants' final report was submitted in August 1988. 

The salary increases that were approved in February 
1989, which will affect nearly half of the county's 
workforce, were retroactive to January 1, 1989. 
Estimates indicate that it will cost approximately $4 
million to continue implementation of pay equity raises 
in 1990. 

Michigan 

Genesee r»ounty 

In 986, 40 public health nurses, nutritionists and 
health educators received pay equity adjustments of 
approximately five percent over two years. 

Minnesota 

There are 87 counties in the state of Minnesota; all 
of them have been required by the Local Government Pay 
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Equity Act, which was passe-i in 1984, to "establish 
equitable compensation relationships between female- 
dominated, male-dominated and balanced classes of 
employees." The unions in the state that have been 

A?sSI^«,i?n ''^'^ ii^Plementation process are 

AFSCME, SSIU and others. Implementation of pay equitv 
plans was ongoing in 1989. j n i 

» « Written into the law were requirements that counties 

^^^i^ation system to determine comparaole work 
value and meet and confer with representatives of their 
employees to develop or select the system to be utilized 
counties were also required to submit a report to the 
state Department of Employee Relations that included- 



« 
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the title of each job class in the jurisdiction; 
point values and salaries for female-dominated jobs 
as defined by the job evaluation system; 
a description of the job evaluation system used; 
and a plan for establishing equitable compensation 
relationships between female-dominated and male- 
dominated classes that included a timetable for 
making pay equity adjustments to classes in which 
inequities existed and the estimated cost of 
implementing the adjustments. 

r.=.„>-^??^D^^?^ reported an average cost of 3.8 percent of 
payroll to implement pay equity. 

An example of pay equity activity in Minnesota counties: 
Itasca 

^ Unable to reach a settlement on pay equity during 
contract negotiations, AFSCME and the' county were the 
first m the state to submit the issue to final offer 

arbitration. The arbitrator ruled in favor of 
AFSCME 's proposal because it "more appropriately 
addressed che goals of Minnesota's pay equity law." The 
cost of implementation was approximately $145,000. 



New Jersey 

Camden 

The Camden County Commission on Women issued a 
report in June 1988 that recommended pay equitv 
implementation in the county. The research conducted 
over a two-year period by the Commission with the 
assistance of a consultant, revealed that nearly ha'f of 
the women employed by the county were in office and 
clerical work. 
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New Mexico 



New Mexico county that has been involved in pay oquity 
activity: (See New Mexico in "Pay Equity Activity in 
States" for activity 1 ivel.) 

Los Alamos 

New York 

Nassau 

In 1983, a repoi . by AFSCME and a local union of the 
Civil Service Employees Association (affiliated with 
AFSCME) documented the fact that women workers were 
overrepresented in the lower pay grades and 
underrepresented in the higher pay grades; that over 90 
percent of employees worked in sex-segregated jobs; and 
that there was evidence that female-dominated 3obs were 
undervalued in Nassau County. 

The union filed a case alleging sex-based wage 
discrimination under Title VII in 1935. A trial date for 
the 6,000-member class action suit was set to go to trial 
on November 27, 1989 in the Eastern District Court of New 
York. In the lawsuit, which has kept the union and 
county in document discovery for three years, each 
plaintiff's position was compared with a dissimilar male- 
dominated job chat the plaintiff claimed required 
equivalent or less overall sKill, effort, responsibility 
and working conditions but paid more. 

Suffolk 

A commission to research strategies for achieving 
pay equity was established in 1985. The following year, 
the Suffolk County legislature made an appropriation to 
fund a pay equity study and extended the life of the 
Commission. A consultant was hired to conduct the 
county's pay equity study. The county included $2 
million in its 1989 budget for pay equity adjustments. 

Other New York counties that have been involved in pay 
equity activity: (See New York in "Pa^^ Equity Activity 
in States" for activity level.) 

Broome 

Dutchess 

St. Lawrence 

Tompkins 
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PAY EQUITY ACTIVITY IN MUNICIPALITIES 



Over 50 municipalities throughout the U.S., plus 855 
in the state of Minnesota, have been involved in pay 
equity activity in the past ten years, cities, towns and 
villages ranging in size from only a few dozen to 
thousands of employees have found workable solutions for 
raising wages in female-dominated and disproportionately 
minority jobs in their workforces. 

In San Francisco, in a unique demonstration of 
public acceptance of pay c ^nity, voters overwhelmingly 
affirmed pay equity adjustments for city employees. City 
officials and clerical workers in conservative Colorado 
Springs agreed to a pay equity plan. Other activity of note 
is in Boston, where a task force composed of representatives 
from unions, women's organizations and city personnel, among 
others, has oversight authority in the city's pay equity 
study. 

Municipalities and unions in the state of California 
have been particularly active in bargaining over pay equity. 
Activity has been encouraged, in part, by state legislation 
that prohibits local agencies from adopting ordinances or 
policies which prohibit "consideration of comparability of 
the value of rhe work as one of the i.actors which may be 
used during the collective bargaining process to negotiate 
salaries." The definition of pay equity/comparable worth is 
clearly defined as the measurement of skill, effort, 
responsibility and working conditions in the law, which has 
been in effect since 1984. 

Many of California's municipalities have made pay 
equity adjustments without bargaining for a study first. 
For example, pay equity adjustments worth $12 million were 
negotiated in Los Angeles, much to tht satisfaction of both 
workers and the city. In many other municipalities, pay 
ecfuity adjustmc.nts have been bargained for female-dominated 
jobs; adjustments indicated in the following report are 
always wade in addition to, or separately from, across-the- 
board adjustments. 

In many other states, grassroots organizations are 
actively mobilizing forces in coalitions to raise awareness 
about pay inequities and to seek action from local 
governments. In the city of Pittsburgh, for example, the 
Southwestern Pennsylvania Pay Equity Coalition sparked the 
introduction and passage of a city council resolution 
endorsing pay equity. Unions in New York City funded pay 
equity research of the city workforce, which was presented 
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cases are still active, m the cities of San Francisco 
Atlanta, South Bend (IN) and Philadelphia. 

overall, compared to countiei> and school districts 
municipalities employ the fewest women, primarily because of 
rhe nature of services provided by municipalities and the 
occupations associated with them. These services include 
police and fire protection, street maintenance and sewer and 
^ater. Some municipalities, especially large? ones mJJ • 
also operate hospitals, maintain airports and p?ovide^ 
utility services. The ^obs associated with municipality 
h^vf^tT'-^^?? ^^^^ fighter, truck driver and^laboLr, 
have historically been held by men, and may explain why th4 
maDority of employees in municipalities are men. ^ 

Examining race-based wage discrimination may be 
o? npnnifi? important in municipalities with laJge numbers 
of people of color, especially for men of color, who are 

iobf "Arifih^i'^'^^^^^S^'' low-paying m^le-dominated 

Dobs. As m the cities of Philadelphia, where the results 

of a pay equity study are being discuss4d, and in ''^^''^^^ 0 

s?Ses^ e?fo??; r^.^^^^^ ^^^'^y the beginning 

S ^'■"'^'^ ^t eliminating race bias as well 

as sex bias m wage-setting. 

ther/;r-o^n/^''f^^^.°5-''^^^ studies reported below suggests, 

there are no set solutions for addressing pay equity for 

workers m municipalities, but many possibilitiS for * 

remedying pay inequities exist. 



* * ti 
Arizona 

Tucson 



1983 nrS?fS Jn^^^-f'^ Women's Commission in 

1983 prompted the City Council to ask the city's Civil 
ttrt''*^ Commission to study the city's pay plan to determine 
the existence and/or extent of sex bias iJ Sity pay? The 
Civil Service commission hired two consultants to study the 
effects of implementing a point factor system for city 
repo?ts^^* ^° ^^^^^ ^P°" completion of the 

In 1989, the Tucson Women's Commission released another 
report entitled, "Are Women Getting a Fair Share of Ci?y of 

examn^e^^^r^'^^^'". ^^^^"^ °" ^^"^^^^^^ indicating tL? ?o? 
example 50 percent of all women employed by the city held 
Clerical positions, the Commission recommended to the mayor 
^^L^'i^l '^k''"'^^^ ^^^^.^ ^^ity =tudy be undertaken to 
^nn^iJ? °" ^ff^'^t, responsibility and working 

Sep?e^er^989'''' "° ^^^^ - °^ 
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California 



Antioch 

Pay equity idjustments of 2 to 2.5 peroenr were 
negotiated for female-dominated jobs in 1985-1988 contracts 
between the American Federatio) of State, County and 
Municipal Employees (AFSCME) and the city. 

Belmont 

Negotiations between AFSCME and the city resulted in 
pay equity adjustments of one percent for workers in 1983. 

Berkeley 

A joint laDor-management study comparing 13 clerical 
classifications with 10 maintenance classes resulted in a 
$1.1 million agreement between SEIU and the city for 
clerical workers in 1984. Pay equity adjustments averaged 
$275 per month. Additionally, public library workers 
received a 4 percent increase effective January 1, 198 6 and 
another 4 percent increase in January 1987. 

Costa Mesa 

Nearly three-quarters of a 283-meinber bargaining unit 
received a 5 percent pay equity adjustment in a 198 6 
contract between SEIU and the city. 

Davis 

A report submitted in 1985 from a task force 
established by the City Council showed a 10 percent wage gap 
between the female-dominated clerical classijLication series 
and the male-dominated maintenance classification series. 
The city council adopted the task force's recommendation 
that clerical salaries be upgradad 10 percent, at a total 
cost of $79,379. 

P~:emont 

Pay equity adjustmer*-.s were negotiated between SEIU and 
the city in a 1986 contra, t. 
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Hayward 

Since the early 1980 's, SEIU has negotiated 
approximately $200,000 worth of pay equity adjustments. 
Ad3u£'.tments for workers in female-dominated jobs were 
approximately one percent annually. 

Long Beach 

In 1985, the City Council passed a resolution 
supporting the concept of pay equity. A pay equity study 
was negotiated in the 1986 contract between the city and the 
Cxty Employees Association (affiliated with the 
International Association of Machinists) The study 
established points for 51 benchmark positions. Based on the 
salary line '::omputed from the study, classifications were 
given pay equity adjustments in 2.5 percent increments to • 
total $1.4 million, which had been allocated for anticipated 
pay equity adjustments in collective bargaining. Of the 
approximately 2,142 positions affected by adjustments, 62 
percent were in f emale-dominattid classifications. 

Los Angeles 0 

In April 1985, the City of Los Angeles and the Americar 
teaeration of State, County and Municipal Employees (AFSCME) 
agreed to pay equity adjustments of 10-15 percent for 
approximately 3,900 female-dominated jobs held by librarians 
and clerical workers. The raises, a total of $12 million 
phased m over a three-year period and amounting to 0.8 • 
percent of payroll, were made without conductinq a full 
study. ^ 

To arrive at the agreement, the city had compared 
entry-level male- and female-dominated jobs which had 
similar education requirements and job responsibilities and 
found that there was a 15 percent wage gap. Management ' O 
representatives then met with AFSCME to work out salary 
adjustmentr which would provide not only appropriate 
salaries for the female-dominated classes, but a balanced 
approach to the relationship of these salaries with others 
in Uie city. For example, the monthly pay range for clerk 
^PtoQ -'^y equity adjustments, in 1985 dollars, was • 

$1,199 - $1,411. After phasing in adjustments, the monthly 
range became $1,316 - $1,635. other classifications 
receiving adjustments were senior clerk typist; principal 
clerk; chief clerk; and data entry operator. 

During the period when the pay equity adjustments were 
Dexnq phased m, tb , city reported recruitment ^ 
successes as many new employees were attracted to previously 
hard-to-fill jobs. As indicated by the number of persons 
taking exams, there were significant i reases in the number 
Of candidates for many jobs in 1985 and 1986 over previous 
years. Tnere was a 65.6 percent increase for accounting 
clerks, a 65 percent increase for clerks and a 236.5 percent ^ 
increase m clerk typist applications. The citv's personnel 
department has attributed the climbing figures to awareness 
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of pay equity adjustments. Indications are also x:hat 
absenteeism has he^,n reduced^ and morale and productivity 
have improved. 

Clerical workers and others who received pay equity 
raises have been < )le to move up the career ladder, quit 
second jobs that were previously needed to supplement incom€ 
and feel a renewed sense of self-esteem. 

Mill Vallv>y 

Pay equity adjustments of 2 percent were negotiated in 
1985-1988 contracts between AFSCME and the city. 

Oakland 

In a 1988 contract between SEIU and the city, a special 
fund of $550,000 was established for pay equity ^idjustments 
in the second and third year of the contract. 
Adjustments will be made in addition to 17 percent across- 
the-board increases for 1,300 workers. 

Palo Alto 

City employees 'n 45 female-dominated jobs received pay 
equity adjustments ranging from 2 to 10 percent in a 1983 
contract settlement. 

Pismo Beach 

A job-match study utilizing job descriptions from ♦-.he 
city of San Jose and conducted by a City Council-appc ' ; 
committee resulted in adjustments for 11 workers in l_ ^j.e- 
dominated classif: r-it^ions. 

Pleasant Hill 

Pay equity adjustments for clerical workers ranging 
from 4.8 to 7 percent over three years were negotiated in a 
1985 contract between SEIU and the city. 

Richmond 

Pay equity adjustments of 12 to 13 percent were 
negotiated for 2 6 f emalc-^dominated jobs in each year of a 
three-year contract between SEIU and the city. Adjustments 
for 4 classifications were 5^ 3.5 and 3.5 percent for the 
three years. The other 22 classifications received p-^y 
equity adjustments of 6, 3.5 and 3*5 percent. 
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San Carlos 

Pay equity adjustments of 3 to 4 percent have been e 
negotiated for the female-dominated unit represented by 
AFSCHE. 

San Diogo 

Pay equity adjustments of 6 percent were negotiated for 
clerical workers in a 1982 contract. Pay equity adjustments ^ 
of 10 percent were negotiated for librarians in 1982, who 
received an additional 5 percent in 1984. 

San Frsmcisco (City end County) 

In November of 1986, San Francisco voters 
overwhelmingly approved raising the wages of workers in jobs ^ 
held primarily by women and people of color in the first 
direct test of the pay equity issue by voters anywhere. The 
resulting agreement between three locals of the Service 
Employees International Union and the city, reached early in 
1987, brought $35.4 million worth of pay equity adjustments 
to more than 12,000 city and county employees. Low-paid jobs ^ 
do:ainated by women and people of color including clerk- 
typists, licensed vocational nurses, librarians, hospital 
workers and school employees received a 4.5 percent pay 
equity raise July 1, 1987 and an additional 5 percent raise 
on July 1, 1988. Pay equity adjustments ranged from $750 to 
$2,000, with the average increase being $2,000 over two ^ 
years. Adjustments continue to be made through collective 
bargaining agreements. 

Eliminating wage inequities in city and county 
employment became the focus of advocacy groups, affected 
workers, the legal community and the city's elected 

officials in 1978. A joint study undertaken by the San ^ 
Francisco Commission on the Status of Women and the Womrn ® 
Library Workers dc ::umented a large wage gap between female- 
dominated clerical jobs and jobs with comparable job 
requirements, but filled mostly by men. 

Later, in 1980, a report on the city workforce of over 
25,000 employees by the San Francisco Comparable Worth 

Committee concluded that only jobs dominated by men of color ^ 
had salaries as low as those that were female-dominated. 
Wages were the lowest in the jobs held by women of color. 

In October 1981, the city's Board of Supervisors passed 
a resolution in support of eliminating pay inequities in 
classifications dominated by women or people of color. No 
further action was taken until 1984, when SEIU reached an ® 
agreement with the Board of Supervisors to form a joint 
union-management committee to seek solutions to sex- and 
race-based pay inequities. 

The findings of the six-member committee (three were 
selected by the Board, three named oy SEIU) were accepted by 
the union and the Board in March of 1985. The agreement, ® 
which would have totalled nearly $30 million worth of pay 
equity adjustments over two^ears, was vetoed by the city's 
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mayor on the aavice of the city attorney, who claimed it was 
against the city's charter. 

Left with the option of pursuing a lengthy lawsuit, 
proponents, at the suggestion of Supervisor Nancy Walker, 
decided to have the question placed on the ballot for voters 
to determine. San Francisco voters were presented with 
Proposition H, sponsored by Walker, which was approved by a 
60 percent to 40 percent margin. The Civil Service 
Commission is now required by the city charter to determine 
disparities between classifications dominated by women 
and/or people of color and those filled mostly by men. The 
information is then used in collective bargaining to make 
additional pay equity adjustments, 

San Jose 

One of the first major U.S. cities to make pay equity 
adjustments for workers in female-dominated jobs, San Jose 
did so as a result of the nation's first strike over pay 
equity. 

At the urging of the American Federation of State, 
County and Municipal Employees Local 101, the city of san 
Jose agreed in 1979 to conduct a pay equity study to 
determine if classes of comparable skill levels were 
comparably paid. The city hired a consultant to conduct the 
study, and a steering committee was established to oversee 
the process. Its membership included labor and management 
representatives. An evaluation committee, consisting of 
nine city employees, was also formed to conduct the 
evaluations: The criteria of know-how (including managerial 
and human relations skills), problem-solving, accountability 
and working conditions measured by physical effort and 
environmental hazards were utilized. 

The study was completed in 1980. It found that female- 
dominated occupations were paid an average of 18 percent 
less than male-dominated occupations. The largest pay 
disparities occurred among the recreation and library 
workers. 

AFSCME Local 101 represents the largest portion of non- 
management employees. Its contract expired in July of 1981. 
The city offered $1.3 million in pay equity increases and 12 
percent across-the-board increases over two years. The 
local membership rejected the offer and went on strike. 
After a 10-day strike, the membership accepted $1.5 million 
for pay equity increases of 5 percent to 15 percent over two 
years in addition to cost of living increases. Adjustments 
went to approximately 62 female-dominated classifications, 
including account clerks; typist clerks; police records 
clerks; secretaries; library clerks, paraprof essional and 
professionals; staff analysts; recreation leaders and 
supervisors. This initial settlement amounted to 
approximately one percent of the payroll budget. 

Upon expiration of the contract in July 1983, the city 
and local union agreed upon an additional $400, roo for pay 
equity increases. 
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The union has continued to negotiate for pay eouitv 
adjustments Adjustments since the first series ha?e ranged 
between one-half to three percent. rangea 

Sem Mateo 

Pay eqi'ity adjustments have been negotiated in 
contracts between SEIU and the city. 

Santa Cruz 

A joint labor-management committee researched pay 
i?^v Li\l^^^'^ ^ agreement negotiated in 1987 betwien 
SEIU and the cxty brought $200,000 worth of pay eguitv 
adjustments to 150 workers in 36 female-dominated job 
classifications. Adjustments were made in four increments 
and were retroactive to July 1985. xncremenT:s 

Stockton 

A task force was appointed by the city Council in 198 6 

rnp^nin^"" ^'^^^y ^^^'^y- ^'J^ity adjustments of 2- 

?^n?fS! cost of $392,000, were made to 

implement the study m two units where there were many 
female-dominated classifications. 

Woodland 

Pay equity adjustments averaging about 2 percent a vear 

con?ractf '^^h^ ""l^"^^ ^"'^ ^^^^ ^^^^^^ ^nd itts 

contracts. The adjustments, which were made using the 

JI^i l^l equity study, have gone to workers in 

female-dominated accounting, clerical and library 
classifications. ^ 

S^rfJ:^i5^°''?^''.''"''^*=^P^^^*^"^ l^ave been involved in 

pay equity activity: (See California in "Pay Equity 
Accivity m States" for activity level.) ^ ^ ^ 

Areata 

Colorado 

Colorado Springs 

<!nr-SnS^^°"f^ attention was focused on the city of Colorado 
springs early m the decade when the city, described as 
conservative and staunchly Republican, bega.i to examine pay 
equity and eventually made significant pa? equity 
adjustments for workers such as billing clerks, secretaries 
administrative clerks, court clerks and customer service 
representatives . 

t-H^ -^^ ^ ^"^"""P °^ ^i^y "all -secretaries provided 

^-^Jf^fr ? ^'J^ity initiative by bringing 

what they felt was an inequitable wage-setting policy to the 
attention of the city council, which was coi:sideriig the 
city's wage package for the following year, -^he 
secretaries' concerns set in motion a dialogue between 
clerical employees and the city's personnel department; a 
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city-sponsored visit from Eleanor Holmes Norton, who was 
chair of the Equal Employment opportunity Commission at the 
time, to speak at a workshop for city organizations, 
employees and the public; and, finally, in 1981, a city 
council vote on a 1982 wage and benefit package that 
included pay equity adjustments. Salaries implemented in 
1985 completed a fcur-year period of making pay equity 
adjustments. The average increase was 25 percent over the 
implementation period, representing approximately $1.5 to $2 
million each year, amounting to about 2 percent of the 
payroll budget. 

Connecticut 

Connecticut municipalities that have been involved in pay 
equity activity: (See Connecticut in "Pay Equity Activity 
in States" for activity level.) 

West Hartford 

District of Columbia 

See District of Columbia in "Pay Equity Activity in States." 

fllinois 

Chicago 

An analysis of the city's workforce by the American 
Federation of State, County and Municipal Employees' 
International Research Department that utilized information 
from the Chicago's EEO-4 report was completed in 1982. 

Heavy occupational segregation by sex in the city 
workforce was coupled with sex-based wage differentials. 
For example, over 80 percent of the workers in 
paraprofessional and office/clerical job categories were 
women; only 0.1 percent of skilled crafts and 2.0 percent, of 
service/maintenance job categories were occupied by women. 
Further, 80 percent of all women who worked for the city 
earned less than $20,000 in 1981, while nearly 80 percent of 
all men who worked for the city earned more than $20,000 in 
1981. The median salary ranges for job categories in which 
men predominated ranged from $20,000 to $32,900 while the 
median salary ranges for job categories in which uomen 
predominated ranged from $10,000 to $24,900. 

The union analysis also uncovered the city's policy 
of not permitting collective bargaining for female 
employees* ^ Because the state of Illinois did not require 
the recognition of, or bargaining with, labor unions 
representing city employees, labor case law had established 
that it was at the discretion of city administrators — in 
this case the mayor of Chicago — whether to allow union 
representation elections and collective bargaining. 

Successive mayors had for years allowed union 
representation for trade workers, but, despite AFSCME's 
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organizing efforts among library and clerical workers, not 
for these workers. AFSCME's analysis had shown that wage 
increases achieved by workers represented by unions far 
exceeded thoso given by management to non-union workers, in 
this case, the clerical workers and librarians. 

Based on the AFSCME analysis, representative city 
library and clerical workers filed a class action complaint 
against the city of Chicago with the federal Equal 
Employment Opportunity Commission alleging a pattern and 
practice of discrimination in terms and conditions of 
employment. 

:^T7o™^"^•'■J■^' >=ecause of publicity around the 
tlt^ analysis and the pressure of the EEOC charges, the 
S?SL;-^°''?'^ clerical, technical, paraprof essional and 

? S^n^i ^° ^-epresented by a union. AFSCM 

Ln?n J^J^^'t^ J ^° ^^P^^^^^t the employees and as a result, 
approximately 3,500 workers in 79 female-dominated jobs 
received pay equity adjustments in 1986 as a result of 
negotiations between the union and the city of Chicago. 
Adjustments were 5 percent and classifications were 
concurrently upgraded by one pay grade. The total for the 
three-year package was $1.2 million. 

Indiana 

South Bend 

5" 1986, the Working Women's Coalition released "South 

?n^o.^°J^"' """"^ ^^^^ ^"'^ Family," a report that included 
information on the wage gaps between women and men working 
in the city of South Bend, and occupational segregation in 
St. Joseph County, where the city is situated. 

Iowa 

Sioux City 

bv AFsSI^?n^i?fl.^^^M^'^^^^L^°^ employees was conducted 

Jay AFSCME in 1983. No further action has been taken. 

Massachusetts 

Boston 

In August 1987, the Boston City Council appointed 
members to the commission that had been established to serve 
as an advisory body to assist the city with its pay eouitv 
study. The commission's role was clarified and its 
2™°/''^''°^ Y^u ^^P^"'^^'^ to include more representation from 
women s and labor organizations in September 1988. Composed 
of 15 members representing AFSCME and SEIU, women's 
organizations, the private sector, the mayor's office, the 
city offices of affirmative action, personnel, labor 
relations and the budget, the commission has the 
responsibility to review draft documents related to the pay 
equity study and make recommendations. The study that Til 
be conducted, which involves re-writing city job 



ERIC 



NCPE/PAY EQUITY ACTIVITY 1979 - 1989 



96 



descriptions, evaluating jobs by a point-factor system, and 
developing a new classification system, will include pay 
equity as an element largely as a result of language in the 
contracts between AFSCME, SEIU and the city. As a result of 
a request-f or-proposal (RFP) , consultants were hired for the 
three-year study, which began in 1989: 

Haverhill 

Research conducted by SEIU found that, in addition to 
sex-segregation of nearly all city job classifications, 
clerical workers in city hall were paid 32 percent less than 
male city workers • Pay equity adjustments were negotiated 
in a 1986 contract. 

Other Massachusetts municipality that has been involved in 
pay equity activity: (See Massachusetts in "Pay Equity 
Activity in States" for activity level.) 

Cambridge 

Michigan 

Ht. Pleasant 

Adjustments were negotiated for female-dominated jobs 
in contracts between AFSCME and the city from 1982 through 
1985. 

other Michigan municipality that has been involved in pay 
equity activity: (See Michigan in "Pay Equity Activity in 
States" for activity level.) 

Ann Arbor 

Minnesota 

There are 855 municipalities in the state of Minnesota; 
all of them have been required by the Local Government Pay 
Equity Acr, which was passed in 1984, to "establish 
equitable compensation relationships between female- 
dominated, male^-dominated and balanced classes of 
employees." The unions in the state that have been actively 
involved in the implementation process are. AFSCME, SEIU, 
Minnesota Nurses and others. Implementation of pay equity 
plans was ongoing in 1989. 

Written into the law were requirements that 
munic'tDalities use a job evaluation system to determine 
compf' ible work value and meet and confer with 
reprr sentatives of their employees to develop or select the 
system to be utilized. Municipalities were also required to 
submit a report to the state Department of Employee 
Relations that included: 

o the title of each job class in the jurisdiction; 

c point values and salaries for female-dominated jobs as 
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defined by the job evaluation system; 

• a description of the job evaluation system used; 

• and a plan for establishing equitable compensation 
relationships between female-dominated and male- 
dominated classes that included a timetable for making 
pay equity adjustments to classes in which inequities 
existed and the estimated cost of implementing the 
adjustments. 

On the average, municipalities reported a cost of 4 1 
ijercent of payroll to implement pay equity. 



Nebraska 

Lincoln-Lancaster 

A committee of the Lincoln-Lancaster Commission on the 
status of Women began pay equity research in 198S. 

New Jersey 

Jersey city 

A joint committee of city workers and a consultant 
conducted a pay equity study comparing librarians with 16 
other city job titles in 1983. The study results indicated 
a 21 percent wage differential between librarians and other 
city employees. 

New York 

New York city 

An analysis of the New York City workforce conducted by 
New York University's Urban Research Center in 1987 found 
large pay gaps between jobs held by people of color and 
whites' jobs and between women's and men's jobs. The 
project was funded by AFSCME District Council 37; afscme- 
Communications Workers of America, Locals 1180, 1182 and' 
1183; Doctors Council; Local 1199, Drug, Hospital and Health 
v-are Employees Union, RWDSU; New York State Nurses 
Association; United Probation Officers Association; and, in 
part, ty the Charles H. Revson Foundation. 

By conservative estimates, the analysis demonstrated 
that more than one-third of the pay gaps were attributable 
to discrimination. Two-thirds of the workforce in mayoral 
agencies ..re in jobs that are either predominantly white 
male or predominantly women of color. More than half of the 
female/people of color's jobs start at $20,000 per year; 
two-thirds of the jobs with no women or men of color in them 
start at or above $28,000. 

The research was undertaken after the. city had declined 
to fund a similar study. In May 1986, the city agreed to 
provide unions with the data necessary to conduct the 
research. 
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other New York municipalities that have been involved in pay 
equity activity: (See New York in "Pay Equity Activity in 
States" for activity level.) 

North Hempstead 

Watertown 

Oregon 

Portland 

City clerical workers represented by AFSCME received a 
•5 percent pay equity adjustment in a 1983 contract. 
Subsequ^ently, the city council passed a resolution to 
conduct a pay equity study. A consulting firm was hired, 
and a study was completed in 1985. The results of the study 
were not implemented until collective bargaining in 1989, 
when approximately $263,000 worth of pay equity adjustments 
were allocated for 405 employees. Upgraded classifications 
include clerical specialist; secretarial clerk I and II; 
police data technician; and data entry clerk* The average 
percentage of adjustments was 2.5 percent per worker. 
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Pennsylvania 



Philadelphia 

A report from the Employment Practices Task Force of 
the Mayor's Commission for Women, submitted to the mayor in 
October 1985, analyzed the entrance requirements and pay for 
over 11,000 city jobs and found that women in cdty 
government were segregated in low-paying jobs and were paid 
less than men holding similar jobs. Examples cited in the 
report included the fact that practical nurses earned less 
than city garaeners; social workers earned less than 
sanitarians; and community health workers earned less than 
delivery drivers. As a result, the city agreed to conduct a 
pay equity study of the city's workforce. A request for 
proposal (RFP) was issued in October 1986, and a consultant 
was hired. The study commenced in March 1987 and the 
results were released to the city in the spring of 1989. 
Significant because the study examined both sex- and race- 
based inequities, the results of the study have not yet been 
released to the public as of October 1989. 

The American Federation of state. County and Municipal 
Employees filed a class action suit against the city in 
1985, alleging that the city government discriminates 
against women in the setting of wages and seeking millions 
of dollars of back pay for 4,000 workers. The case is still 
pending . 

Texas 

Austin 

The City Council authorized a pay equity study and 
■=istablished a task force to work with the city's human 
resources compensation division in completing it. The study 
was completed in October 1987. Implementation was scheduled 
for October 1989. 

Vermont 

Vermont municipality that has been involved in pay equity 
activxty: (see Vermont in "Pay Equity Activity in states" 
for activity level.) 

Burlington 

Virginia 

Virginia municipalities that have been involved in pay 
equity activity: (See Virginia in "Pay Equity Activity in 
States" for activity level.) 

Alexandria 

Virginia Beach 1 -yr- 
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Washington 

Seattle 

Pay equity activity in the city of Seattle was 
initiated as a result of discussions in collective 
bargaining and a report on pay equity and the city workforce 
by the city^s Office for Women's Rights in 1983. In 1984, 
representatives of labor and management were appointed to a 
steering committee established to review the city's existing 
job evaluation system. The committee's revisions to the 
plan included determining new weights to be assigned to each 
of the factors. After hearings were held for public 
response to the revised system, the committee's report was 
submitted to the mayor and city council in 1985. The council 
approved appropriations for pay equity adjustments in 1986, 
and the city and unions subsequently negotiated for pay 
equity adjustments. The city allocated $2.1 million over a 
two-year period. Approximately 180 classifications received 
pay equity adjustments, including administrative specialist 
I; administrative support assistant; and social service 
aide. The adjustments were 0.6 percent of the city's 
payroll budget. 

Spokane 

A joint labor-management pay equity study was conducted 
by the city and AFSCME. Negotiations resulting from the 
study brought pay equity adjustments in 1983 and 1984. 

Other Washington municipalities that have been involved in 
pay equity activity: (See Washington in "Pay Equity 
Activities in States" for activity level.) 

Lacey 

Olympia 

Renton 



Wisconsin 



Green Bay 

Interest arbitration by AFSCME brought public health 
nurses wage parity with sanitarians. 

Other Wisconsin municipality that has been involved in pay 
equity activity: (See Wisconsin in "Pay Equity Activity in 
States" for activity level.) 

Madison 
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PAY EQUITY ACTIVITY IN SCHOOL DISTRICTS 



Over 60 school districts throughout the U.S., plus 435 
in the state of Minnesota, have been involved in pay equity 
activity in the past ten years. Women employed by school 
districts as secretaries/ records clerks, bilingual 
paraprofessionals, cooks, kitchen assistants and in many 
other female-dominated jobs have received pay equity 
adjustments largely due to the supportive approaches of 
their parer/c union or association. Programs initiated hy 
both the National Education Association (KEA) and the 
California School Employees Association (CSEA) , which is an 
independent association, provide cooperative assistance to 
local units working to implement .ge-setting systems free 
of gender bias. 

For example, the NEA, which has over 1.8 million 
members nationwide, hired a consulting firm in 1986 to 
custom design a job evaluation system uniquely suited to 
evaluate the jobs found i.i school districts. An emphasis on 
service, especially to people, and many factors that 
recognized the working environment of educational 
iiistituticns were incorporated into the system's design. 
NEA is working to provide training to state and local 
affiliates so that they have the tools and information 
necessary to use the NEA joo evaluation system. While many 
of NEA's projects to arsess pay equity in school districts 
are in their initial stages, many of t.hem will near 
completion in 1990. 

CSEA has developed the capacity to provide data about 
inequities for female-dominated jobs to school district 
employees seeking to collectively bargain new salary 
structures and pay equity adjustments. School district 
employees make job matches between the composite generic job 
titles in CSEA's equitable compensation system and their 
district's and indicate the mixed, female- and male- 
dominated classifications, so that a male policy line can be 
determined. The male policy line, as weighted by regression 
analysis, shows the relationship between job evaluation 
pointiis and salaries in the district under study. The amount 
of undervaluation is represented by the difference between 
actual salaries for female-dominated jobs and the salaries 
for male-dominated jobs with similar evaluation points. In 
its experience, CSEA has found that the female weighted 
average ic usually 18 to 22 percent below the male weightcu 
average. 

CSEA m^imbers have utilized the data in collective 
bargaining zo propose eliminating sex bias in wage-setting. 
As indicated by the number of schrol distiicts involved in 
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pay equity activity in the state of Californxa, CSEA has 
been successful xn reaching agreements with over two dozen. 

School district employees who are members of the 
Service Employees International Union (SEIU) and the 

^I^JSI? hJ^r^^^S'' °^ ^^^5^' ^"'^ Municipal Employees 

(AFSCME) have used a variety of strategies, including 

collectxvely-bargained pay equity studies that paired 

consultants with union/management committees for assistance ® 

and preliminary adjustments for female-dominated 

classifications. 

T^>, grassroots advocacy organization called Women on the 

Job has lead an aggressive campaign on Long Island in New 

York to educate women support staff and to coordinate ® 

information sharing and strategizing for pay equity 

Jhf^T^S^;^ t^^^l^^^ ^^^^ districts. Women on 

'ShS^H H ^^^^ Educational Support Staff Association, 

•which became Long Island 9to5, affiliated with 9to5' 

National Association of Working Women, in March 1989) a 

networking group that includes 62 school clerical workers' & 

associations, and organized conferences, discussions 

surveys, events on Secretary's Day and rallies to focus 

attention on closing the wage gap for support staff in area 

"^^^ P^°^^°^ ^-1=° assisted the den clvT 
and Central Islip school district associations in bringing 
complaints of sex-based wage discrimination to the New Vork @ 
State Division of Human Rights, which resulted in pay e^iity 
adDustmen^ for secretaries and aides in the two school^ ^ 
districts 1.. 1987. 

Many women are employed by school districts as 
teachers, but also in support service. -.rimarily food a 
service office and clerical work anr as teacher aides. The 
pay equity activity organized and encouraged by national and 
local unions and associations and advocacy groups will 
continue to create solutions for eliminating sex- and race- 
based wage discrimination for support staff and other school 

T^'S workers. As Pay Equity in Contract Negotiations, a Women on m 
the Job survey published in 1989 concludes, "The issue of ® 
wage discrimination will continue to confront school 
administrators because of increasing public support for 
workplace equality, the economic realities of the two 
paycheck family, the feminization of poverty, and increased 
pressures from women themselves." J-ncreasea 

* * ft 

California 

Cuico USD 

Northern California's Chico Unified School District was ® 
one of the first school districts in the state to fully 
implement a pay equity plan, bringing significant pay equity 
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adjustments to workers in female-dominated jobs. 

Tn the early 1970' s, the California School Employees 
At^sociation (CSEA) presented information to the Chico Board 
of Education on inequities in the ratings accorded three 
classes of employees - clerical / secretarial /accounting, 
maintenance/operations/ transportation, and cafeteria* The 
Board and personnel committee agreed to study the 
inequicies. 

In 1975, the Chico School District conducted a study to 
identify wage inequities. To facilitate the study, a 
committee was formed to evaluate classifications across 
occupational lines. The committee was made up of 
representatives of all three classifications from the local 
union. The process of the study was simplified because the 
school district had recently performed a complete 
classification study, which established consistent internal 
relationships between jobs. 

A job evaluation guide was designed so that cla-'' -es 
might be assessed against it. Classes were evaluated based 
upon eight factors: special knowledge, experience, scope 
and complexity of work, initiative and creativeness, 
contact, judgement, supervision and working conditions. 
Each fcictor was broken down into degrees, with points 
assigned accordingly. Factors were not weighted — each 
factor was treated as an equal part of the total score. The 
study compared the salaries of f6;male-dominated jobs with 
the salaries of male-dominated jobs. 

As a result of the study, members of the committee 
found that there were inequities resulting from sex-based 
wage discrimination. The committee made two 
recommendations. The first was that pay ladders be placed 
on even positions so that entry-level job classifications 
would begin at the same salary range. The committee also 
recommended that the rungs of each pay ladder be uniform and 
that each rung should be 7.5 percent above the other. 

The School Board and the Classified Personnel 
Commission accepted a plan to implement pay equity. The 
adjustments authorized by the Board of Education affected 47 
classifications, including all cafeteria workers, aides, 
clericals, and accounting clerks. The plan, took one year 
to implement. Pay equity adjustments of 12.5 percent were 
paid to accounting clerks, secretaries, and clerical workers 
and 22.5 percent to cafeteria workers. The total cost of 
pay equity adjus;tments was $10,000. 

Los 2kn<jel6S USD 

Pay equity adjustments of .55 to 1.5 percent, totalling 
$1.5 million, were negotiated for 14,000 workers in a 1983 
contract between the California State Employees Association 
and the Board of Education. An additional $3 million worth 
of pay equity adjustments were negotiated in a 1984-1985 
contract. Affected workers included cafeteria workers, 
clerical workers and instructional aides. 

uo 
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Sacramento USD 

joint labor-management study resulted in negotiated 
?qL^?So? ^^J^stj^ents for approximately 400 workers in a 
iot^nfn^ ioo nnn ^-^^ school district and AFSCME 

2C 1 $92,000. In a 1985 contract between SEIU and the 
n2°?- f^r^^""^; ^'^^^y adjustments of 7.5 percent were 
negotiated for female-dominated job classifications. 

San Diego SD 

San Diego's 1,500-member Classified Employees 
Association (affiliated with the National Education 
Association) , which represents paraprofessionals and office 

ol^'^Spfih'^^^'i^rS'^^ ^ four-yea? contract in Te sul^tr 
°^^^?S?,that included a 6 percent general salary increase 
and initial pay equity adjustments of 2.5 percent. 

Eventually, all jobs in the school district will be 
reclassified to eliminate gender bias. No longer for 
example, will jobs that require heavy lifting (mostly filled 

^/"^i^-.^^^ ^^^^ require dealing with pa-ents 

and children (mostly held by women). During the contract 
fn^?;? ; f^^J^^^ pay equity adjustments will be made with 
input from the Association. 

VacavUle USD 

Successful political action by members of the Service 
Employees International Union helped to establish a school 
board supportive of pay equity in Vacaville School Board 

r^'^ 22^" negotiated significant pay 

equity adjustments for female-dominat*-,d jobs. 

In November of 1982, the new school board established a 
committee to study all classified positions in the district 
The committee, composed of five union members and four 
appointees of the school board, was charged with identifying 
the incidence of sex and -ace discrimination in salary- 
setting practices and to promote internal equity in the 
salarjr structure as it related to the external market. 

After a review of fifteen pay equity studies, the 
committee chose the system adopted by the Sacramento USD 
because of the methodology and factors it utilized and 
decided to conduct the study internally, without the use of 
a consultant. 

When creating the new job classification system, the 
committee distributed job descriptions to all classified 
employees for updating, and made sure that current 
information was reported on the nature of supervision, the 
numbers of duties performed and the qualifications for 
niring. They then agreed upon compensable factors and 
subf actors and developed a point-factor system to evaluate 
Classified positions in the district. The factors used in 
the new classification system are knowledge/skill, 
complexity, responsibility ~ impact on district, impact on 
students, impact on the public, supervision of others, 
freedom to act, working conditions ~ environment, physical 
demands and hazards. The committee assigned points to 
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factors and decided upon the score selected by the majority 
of the comiaittee. 

In 1983, the board adopted the coiniaictee's study. A 
total of $267,000 was appropriated betwsan 1983 and 1987 to 
increase the underpaid classes identiflec^^ in the study. Pay 
equity adjustments ranged from 2.5 to 22.5 percent and 
averaged $2,500 per person, affecting 100 woman. The 
highest increases went to cafeteria vorlr^rs, library 
technicians and instructional aides. The increases became 
effective in two installments: one payable in January, 
1984, the other in July, 1984, to be followed by 
installments of 1/2 0th for each of the following five years* 

To ensure satisfaction with the new system, the 
committee provided for hearings and appeals. The review 
committee remains a standing committee to review the system 
and problems annually. It includes two members of the 
community, one chosen by the union and one by the school 
board. 

Other California school districts that have been involved in 
pay equity activity: (See California in "Pay Equity 
Activity in States" for activity level.) 

Bassett USD 

Benecia USD 

Burbank USD 

Cajon Valley Union Elementary USD 

Carmel USD 

Carlsbad USD 

Castro Valley USD 

Davis Joint USD 

Dixon USD 

Easts ide Union High 

Eureka City Elementary USD 

Fairf ield-Suison SD 

Fremont Union Hi.gh 

Ft. Bragg USD 

Grant Joint Union High SD 

Humcington Beach Union High 

J 1 2 
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Martine- USD 

Mill Valley Elementary 

Mt. Diablo USD 

Mt. Empire USD 

National Elementary 

Nova to USD 

Oak Grove Elementary 

Oakdale Joint Union R .j.i 

Ocean view Elementary SD 

Oxnard 

Petaluma city Schools 
Pittsbu 'g USD 

Pleasant on Joint Elementary SD 
Pomona USD 
Round Valley USD 
San Diego Union High 
San Dieguito Union High 
San Mateo City Elementary 
Santa Paula Elementary 
Selma 

Tamalpais Union High SD 
Travis USD 

Victor Valley Union High 

ista USD 
Whisman Elementary SD 



Connecticut 



Ridgafield SD 

School secretaries received pay equity adjustments of 9 
percent per year in a two-year contract negotiated between 
SEIU and the school district in 1986. 

SoutbingtoQ Board of Education 

Pay equity adjustments for 80 school paraprof essionals 
averaged 40 to 60 percent over a two-year contract between 
SEIU and the school board signed in 1987. 

Woodbridge Board of Education 

Pay equity adjustments for 20 school paraprof essionals 
averaged 38 percent over a three-year period as a result of 
a 1987 con' ract between SEIU and the school board. 

Other Connecticut school district that has been involved in 
pay equity activity: (See Connecticut in "Pay Equity 
Activity in States" for activity level.) 

Groton Board of Education 

FIrrida 

orange County public Schools 

An agreement between a NEA affiliate and the school 
district granted employees the leave time necessary for 
employees to participate in a pay equity study being 
conducted by the union. The initial coding has been 
completed and the results will be entered into NEA's new 
software program so the findings can be analyzed and 
subsequently transferred from point to pay grade to reflect 
the coixect pay level at which a worker should be 
compensated* A preliminary report followed by a 
classification meeting to study the results and clarify 
survey data will prepare the local for bargaining for pay 
equity adjustments when negotiations begin in April 1990. 

Other Ploiida school district that ha?j ^een involved in pay 
equity activity; (See Florida in "Pay jlquity Activity in 
States" for activity level.) 

Dade County Public Schools 

Illinois 

Arlington/Palatine Heights SD 

The following provisions were negotiated between the 
school district and NEA in 1989: 

"The Board and the Association shall select a committee 
for the purpose of revising employee job descriptions 
and grade levels using the system developed by NEA. 
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The committee shall consist of four Association members 
and four Board repressntativos. The selection of said 
committee shall be completed by October 1, 1989. 9 

The revision of job criteria, descriptions and grade 
level updates shall be completed by March 1, 1991. Any 
July^l ^199""^ °^ salary will be implemented as of 

Iowa 

Iowa school districts that have been involved in pay ecmit-r 
activity: (See Iowa in "Pay Equity Activity in States" for 
activity level . ) 

Iowa City Community SD ' 
Sioux City Public Schools 

Maryland 

that has been involved in pav 

^Pi^M^^^''^*'^: . ^^^^ Maryland in "Pay Equity Activity in 
States" for activity level.) 

Montgomery County Board of Education 

Massachusetts * 

district that has been involved in pay 
equity activity: (see Massachusetts in "ray Equity Activity 
m States" for activity level.) Activity 

Norwood School District • 

Michigan 

Parmington 

A cooperative research effort between the National 

J==°ciation and local affiliates of the Michigan * 
Education Association and determination at the bargaining 

Li^*? ^ an internal pay equity study and recognition by 
the Farmmgton School Board that sex-based inequities 
existed in the wages paid to education support personnel. 
As a result, employees of the school district began to 
receive pay equity adjustments in 1989. ^ 

The unions' pay equity study was complicated by the 
fact that 30b descriptions did not exist for many of the 
school district's positions. To carry out the study, 
district workers were surveyed to determine the wage gap 
between groups performing similar tasks. The study included 
cooks, custodians, bus drivers and mechanics and * 
secretaries. Due to the lack of job descriptions, it was 
necessary fov members of the pay equity committee, which was 
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composed of members of the School District Board and 
representatives from the secretaries and paraprofessionals, 
to writa job descriptions to help classify the workers into 
positions. Once the study was completed, the information 
was then processed by a software system designed by NEA as 
an evaluative instiniment for assessing jobs on a bias-free 
basis in school districts. 

The findings of the pay equity study in Farmington were 
accepted by the School District at the bargaining table. 
The school board agret:! to make adjustments for the 300 
members of the union who held positions which had been shown 
to be underpaid. These adjustments ranged from 7 to 22.4 
percent. Classifications that will receive adjustments are 
kitchen helpers, paraprof essionals, secretaries, 
bookkeepers, and bus drivers. As a result of collective 
bargaining, the school board agreed to begin a second pay 
equity study that would be conducted jointly between 
management and labor. 

Longmeadov 

A pay equity study was conducted by NEA in 1989. 
Shrewsbury 

A pay equity study was conducted by NEA in 1989. 

Pay equity studies in five school districts are planned 
during 1989-1990 by NEA. 



There are 435 school districts in the state of 
Minnesota; all of theja^ have been required by the Local 
Government Pay Equity Act, which was passed in 1984, to 
"establish equitable compensation relationships between 
female-dominated, male-dominated and balanced classes of 
employees." AFSCME, SEIU, NEA and other unions in the state 
have been actively involved in the implementation process. 
Implementation of pay equity plans was ongoing in 1989. 

Written in\,o the law vare requirements that counties 
use a job evaluation system to determine comparable work 
value and meet and confer with representatives of their 
employees to develop or select the system to be utilized. 
Counties were also required to submit a report to the state 
Department of Employee Relations that included: 

• the title of each job class in the jurisdiction; 

• point values and salaries for female-dominated jobs as 
defined by the job evaluation system; 

0 a description of the job evaluation system used; 

• and a plan for e.otablishing equitable compensation 
relationships between female-dominated and male-dominated 
classes tha"" included a timetable for making pay equity 
adjustments to classes in which inequities existed and the 
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estimated cost of implementing the adjustments. 

School districts reported an average cost of 1.7 
percent of payroll to implement pay equity. 

An example of pay equity activity in Minnesota school 
axstrxcts: 

St. Paul 

t^chnT^J^H^ ; successful interest arbitration, clerical and 
technical workers achieved approximately $300,000 in pav 
equity compensation. The range of bi-weekly pay raisL per 
in^'ttlt l^l between $6 and $160. The award was significant 
in that the arbitrator did not allow the employer to use the 
market to determine pay equity adjustments. 

Nevada 

Clark county SD 

K ^ ^ equity study was completed. NEA testified 

before the state legislature as to the fairness of 
increasing funding to eliminate current wage inequities. 
iri990^"^ between the school district and NEA begins early 

New York 

Glen Cove SD 

Clerical employees in the Glen Cove School District on 
om'If+.^^i^ *.^f^'-.^^^" successful in working toward pay 
equity by utilizing a combined strategy of collective 
bargaining and litigation. 

The Secretaries Association had tried unsuccossfullv 
for several years to negotiate pay increases through the 
collective bargaining- process. The Secretaries Association 
Domed with Women on the Job, an employment advocacy 
organization, and continued to press the school district 
administration and board members. 

Advocates of pay equity in Glen Cove turned to the 
courts to address sex-based wage discrimination, and the 
Clerical workers' case was argued before the State Human 
Rights Enforcement Agency. 

T,- K^^^/P^^-'- New York stata Division of Tuman 

Rights found probable cause that the Glen Cove School 

^•'^^."^^ guilty of paying discriminatory wages to the 
103 clericals and aides. Following the finding of probable 
cause, the School Board settled the case, agreeing to a new 
contract which granted $270,000 in retroactive pay 
increases. A fund was also established for the clericals 
skil ^^^^ ^° improve and expand their professional 

Other New York school districts that have been involved in 
pay equity activity: (See New York in "Pay Equity Activity 
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IN COLLEGES AND UNIVERSITIES 
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PAY EQUITY ACTIVITY IN COLLEGES AND UNIVERSITIES 



Workers classified in state civil service systems at 
public colleges and universities, which generally include 
clerical, technical and maintenanca workers, have been 
recipients of pay equity adjustments in the states of 
Connecticut, Iowa, Minnesota, New York, Oregon, Washington 
and Wisconsin* The adjustments resulted from pay equity 
studies conducted with the combined mandates of collective 
bargaining and legislation. 

Organized pressure ^rom unions and other groups have 
brought pay equity adjustir^ents for female-dominated jobs, 
independent of state legislation, at several public colleges 
and universities. Activity at Ball State University (IN) 
and the University of Maine provide two such examples. 

* ik * 
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California 

Napa Valley Community c .liege 

A joint effort becween the Service E;..ployees 
International Union and the administration at Napa Vallev 

anS?nSt^^^''?^^fr ^'J^ity adjustments^ave?agSg 

approximately lo percent to secretaries, library clerkl 

instructional assistants, child care sp4cialisS and ' 
admissions and records clerks. 

wrot^^loi"^'^"^ 1986, a joiAt pay equity committee re- 
ut?^?.P^ c-^'^P^'-o"^- Utilizing the factoring method 
utilized by Sierra Community College and drawing from the 
experiences of pay equity studies at Vacaville USD and 
Sacramento City USD, the Napa Valley College study Sa« 
completed in 3,at« 19G8. ^ y uy wa- 

At a public ffieeting, the college's board of trustees 

nsf 000 frEm'?hf "^^'"2 °^ ^^''^^ ' alLcSi^g^' 

wifnA v2 general fund budget. Implementation, 

which represents one percent of the cost of classified 

l^^""' "^^^ retroactive to July 1983 and will 
continue for five years until July 1993. 

?n^«f^°5^-^°'^^'' colleges and universities that have been 
E^^?Jr?oi • •'^^^y activity: (see California in "Pay 

Equity Activity m States" for activity level.) 

California state University System 

Cavilan Joint Community Collage 

f.ira Costa Community College 

North Orange County Community College District 

(Cypress Community College, Fulerton Community College) 

Peralta Community College District 
Saddlebac'- Community College 
Santa Monica Community College ® 
Sierra Community College 
Solano Community College 
Souf- County Community College 
Southwestern Community College 
Taft Community College 
University of California 

Connecticut 
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Connecticut Regional Community Colleges 

Implementation of a pay equity study, mandated by state 
legislation, brought pay equity adjustments for 
tutorial/developmental/remedial education classifications, 
deaf education interpreters and child care teachers. 

University of Connecticut 

A pay equity study, which goes by the name "objective 
job evaluation" (or OJE under the state legislation that 
made it possible) , examined the wages and jobs of over 600 
non-faculty teaching professionals at the University of 
Connecticut. The study, funded by the University, was 
conducted internally by workers and administrators within 
the University system. 

As a result of the OJE, plans were made to implement 
adjustments for the workers who were in jobs where wages 
were set inequitably. These plans were agreed upon through 
collective bargaining with the Connecticut State Federation 
of Teachers (affiliated with the American Federation of 
Teachers) . 

The process of implementation, which will take several 
years, will be partially funded by the University through 
appropriations made during collective bargaining, and 
prrtially from a fund made available by a legislative 
appropriation. An approximate total of $1.5 million worth 
of pay equity adjustments were made to University of 
Connecticut workers. The average annual adjustments for 
non-teaching professionals, which include librarians, 
infirmary nurses, career counselors, museum staff and 
computer programmers, was $2,800. 

To ensure that wage discrimination does not re-enter 
the University of Connecticut workplace, a scoring committee 
was established to evaluate new positions as they are 
created and to monitor any changes made within the already- 
evaluated pool of jobs. 

Connecticut college that has also been involved in pay 
equity activity: (See Connecticut in "Pay Equity Activity 
in states" for activity level.) 

Technical College 



Hawaii 

university o£ Hawaii 

The classified workers at the University of Hawaii were 
included in the state's pay equity study. 
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Indiana 



Ball state University 

Organizing for pay equity adjustments by office workers 
qL?/ ^^32. Initiated by Muncie 

9to5 (af filiated wxth 9to5: National Association of Working 
Women) , the pay equity research conducted by clerical and 
technical workers was released before the administration 
made decisions about 1983-1984 salaries. Copies of the 
Muncie 9to5 report were sent to key administrators, selected 
state legislators, the campus newsletter and the state 
office of equal opportunity. As a result, slight pay equity 
adjustments were made. Another wage study was completed 
which highlighted specific departments, in 1984, the 
administration announced a pay equity study. The 
persistence of the clerical workers resulted in the 
implementation of a new salary structure in July 1986 
bringing pay equity adjustments that averaged $1,500 4 year 
with some as high as $3,000. ^ » « y««*J^r 

Iowa 

The classifi_d workers at Icva-s -hree public 
universities, lowa State, University of lowa and the 
University of Northern lowa, were included in the state's 
pay equity study and implementation. 

Maine 

University of Maine 

At the University of Maine, the Associated Clerical 
Office, Laboratory, and Technical staff of the University of 
Maine (affiliated with the National Education Association) 
began to work for pay equity in the early 1980 's as one of 
the pilot centers for NEA's pay equity project. 

The union's strategy involved bargaining with the 
University for the right to determine if there was gender or 
race bias m the wage-setting system. The completed 
research confirmed that biases in the system did exist. 

Workers joined with the university administration to 
revamp the classification system, based on the results of 
the union's initial research, to establish a bias-free 
system. The process involved committees of employees, wh-"ch 
developed and distributed surveys, organized informational 
meetings, collected and analyzed statistical data and 
updated 3 Ob descriptions. The classification system created 
t3Y the union committee established a system that included 
nine weight factors; several of the factors were new. For 
example, under physical effort, fine motor movements and 
manual dexterity are now considered. Under responsibility 
for cost control, costs previously ignored, such as the 
costs due to loss of information and savings for monitoring 
budgets and purchases, are now taken into account. Under 
working conditions, stress is a new factor. The final 

J ^4 



category where the factors have been updated is 
responsibility for others, which now includes a degree of 
supervisory responsibility — including for student workers, 
responsibility *or coordinating work and responsibility for 
sensitive information. 

By the fall of 1987, a new job classification system 
had been created. The new system took into account factors 
which are important in jobs held predominantly by women but 
are often undervalued or ignored. Under the new system, 
experienced administrative secretaries will receive pay 
equity adjustments of $3,7UG a year. 

In order to seek appropriations from the legislature 
for pay equity adjustments, the union began an education 
campaign. As part of this campaign, members of the anion 
carried out informational pickets at university-sponsored 
functions, passed out flyers, wrote letters to the members 
of the legislative appropriations committee and testified at 
public hearings. 

In 1988, the Maine legislature passed a bill to 
appropriate funds for pay equity at the University. Signed 
by the governor, the bill authorized $2.7 million to 
implement the results of the pay equity study. 

Maryland 

University of Maryland, college Park 

Research conducted by AFSCME in 1983 indicated that 
over 60 percent of the women working at the university were 
in non-professional job categories (secretarial, clerical, 
technical and paraprof essional) . An analysis of salary 
ranges revealed that 65 percent of all women at the 
university were paid less than $16,000, while 70 percent of 
all men were paid more than $16,000. 

Massachusetts 

The classified workers at the following public colleges 
and universities were included in the state's pay equity 
study, which has not yet been implemented: Berkshire 
Community College; Bridgewater State College; Bristol 
Community College; Bunker Hill Community College; Cape Cod 
Community College; Fitchburg state College; Framingham State 
College; Greenfield Community College; Holyoke Community 
College; Massachusetts Bay Community College; Massachusetts 
College of Arts; Massachusetts. Maritime Academy; Massasoit 
Community College; Middlesex Community College; Mt. 
Wachusett Community College; .North Adams State College; 
North Shore Community College; Northern Essex Community 
College; Quinsigamond Community College; Roxbuir/ Community 
College; Salem State College; Southeastern Massachusetts 
University; Springfield Technical Community College; 
University of Massachusetts (Amherst, Boston, Medical 
Center); Worcester State College; Westfield State College. 

.1^5 



NCPF/'DAY EQUITY ACTIVITY 1979 - 1989 



123 



Michigan 

Oakland Community college 

In a three-year agreement negotiated between AFSCME and 
the college m 1987, more than 185 workers in female- 
dominated Dobs received pay equity adjustments in excess of 
25.7 percent. 

MichigaB university that has been involved in pay equity 
activity: (See Michigan in "Pay Equity Activity in States" 
for activity level.) 

University of Michigan 

Minnesota 

The classified workers in the Minnesota State 
university System and at community colleges, excluding the 
University of Minnesota, were included in the state's pay 
equity study and implementation. 

Montana 

The classified workers at the following public colleges 
and universities were included in the state's pay equity 
study: Eastern Montana College; Montana state University; 
Montana Tech; Northern Montana College; University o<= 
Montana; and Western Montana College. 

New Yorl< 

state University of New York 

The classified workers at the 62 public universities 
Classified in the state University of New York (SUNY) system 
were included m the state's pay equity study and 
implementation. ^ ^ jr ^ 

Of the 300 job categories, two-thirds were determined 
to receive pay equity adjustments. The $12.5 million worth 
of pay equity adjustments totalled approximately 6 percent a 
of payroll. The average increase for female-dominated jobs 
was 9 percent m the university system. 

Oregon 

The classified workers at the following public colleges a 
and universities m the state system of x'igher Education * 
were included in the state's pay equity study and 
implementation: Eastern Oregon state College; Oregon Health 
sciences University; Oregon Institute of Technology; Oregon 
State University; Portland State University; Southern Oregon 
State College; University of Oregon; and Western Oregon 
State College. 9 
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other Oregon college that has been involved in pay equity 
activity: (See Oregon in "Pay Equity Activity in States" 
for activity level.) 

Chemekata Community College 



Pennsylvania 

Philadelphia Community College 

In 1985, a five-year contract between the community 
college and an affiliate of the American Federation of 
Teachers, covering 200 classified employees, brought an 
equity fund and pay equity adjust mts of 7.5 percent. 
Classified workers include library paraprof essionals and 
other support staff, secretaries and clerks. 



Washington 

Over 10,000 of the classified workers at the following 
public colleges and community colleges under ^he 
jurisdiction of the state's Higher Education Personnel Board 
have been receiving pay equity adjustments as a result of 
the settlement reached after AFSCME v. Washington was turned 
down on appeal: 

Bellvue Community College; Big Bend Community College; Clark 
College; Columbia Basin Community College; Eastern 
Washington University; Edmund Community College; Everett 
Community College; Evergreen Community College; Fort 
Steilacoom Community College; Grays Harbor College; Green 
River Community College; Highline Community Collega; Lower 
Columbia College; Olympic Community College; Peninsula 
College; Pierce Community College; Seattle Community College 
District (North Seattle Community College, Seattle Central 
Community College, South Seattle Community College); 
Shoreline Community College; Skagit Valley College; Spokane 
Community College District (Spokane Cominunity College, 
Spokane Falls College) ; South Puget Sound Community College; 
Tacoma Community CoJlege; University of Washington; Walla 
Walla Community College; Washington State University; 
Wenatchee Valley College; Western Washington University; 
Whatcom Community College; and Yakima Community College. 

West Virginia 

The classified workers at the following sixteen public 
colleges and universities in the Board of Regents System 
were included in the state's pay equity study: Bluefield 
State College, Concord College, Fairmont state College, Glen 
Ville state College, Marshall University, Parkersburg state 
College, Potomac State College of West Virginia University, 
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Shepherd College, Southern West Virginia Community College, 
West Liberty State College, West Virginia Institute of 
Technology, West Virginia College of Graduate Studies, West 
Vxrgxnxa Institute of Technology, West Virginia Northern 
Communxty College, West Virginia School of Osteopathic 
Medxcxne, West Virginia State College and West Virginia 



Wisconsin 



^4. ^/^f 15,00{. classxfied employees and 7,500 academic 
staff at the 22 public colleges and universities in the 
Unxversity of Wisconsin System, which includes campuses at 
Madxson and Mxlwaukee, nine additional four-year and eleven 
two-year campuses, were included in the state's pay equity 
study. Approximately 40 percent of the classified employees 
and 30 percent of the academic staff received pay eouity 
adjustments. ^ ^ '=h^m<-^ 
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The Wage Gap Betwep'i Women and Men 
in the Workforce, 1979-1989 
Year-Round, Full-Time Workers 



Ye«r Women's Earnings as a Percentage of Men's 

IP?:? 59.7 

1980 60.2 

1981 59.2 

1982 61.7 

1983 63.6 

1984 63.7 

1985 64.6 

1986 64.3 

1987 65.0 



Source: Data through 1983 are from Franclne D. Blau and Marianne A. Ferber. The 
Economics of Women. Men and Work (Prentice Hall. 1986). Annual data for 1984-1987 
are from the Census Bureau. U.S. Department of Commerce. Current Population 
Reports. Consumer Income Series P-60. nos. 150, 154. 157 and 162. 



Median Annual Earnings for Full-Time, Year-Round Workers 

1987 

Whites, Blacks, Hispanics 

All Men $26,008 (100%) 
All Women $16,909 (65%) 



White 
Black 
Hispanic 



Men 

$26,677 (100%) 
$19,014 (71.3%)* 
$17,487 (65.6%)* 



Women 

$17,034 (63.8%) 
$16,002 (60.0%)* 
$14,569 (54.6%)* 



* The base for this ratio is the earnings of White men, who 
are not subject to sex- or race-based wage discrimi nacion. 

Persons of Hispanic origin can be of any race. 

Source: Census Bureau, Series P-60. Nos. 159 and 162. Table 41. Annual earnings 
data for 1988 was not released until late Octot 1989. 
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The Wage Gap in State and Local Government: 
All Men and All Women 

the gap in median annual wages paid to women and 
men was lower xn the public sector than the 64 3 nerclnt Jo- 
employment in general in 1986, in state and local^ 
IvIJ^^sJa^;.""^" "^""^ ^^^'^ ^^^^^^ salaries than women in 

^ho Jli^^ ^Tu '^^^^Ptions, the lower the wages are for men 
SamnTo ?5 S'^ ^^^^ and\omen. For ' 

paid la'nP^Spn? T ri^^^ ^13,039 women were 

paxd 88 percent of . what men were paid in 1986. The national 
wage gap was 63.7 percent in 1984. natxjnal 

n,on ^^^2?tions, the higher the wages were for 

men the greater the wage gap was for women. For examoL 

™^d?f ^^^^^^y was $27 59I whUe^ih; 

Sp^n^^^i^"? 5°^ ^"""^^ n9,681. Women wer4 paid 71 
percent of what men were paid. 

It appears that, in areas with greater resources and 
economxc stability, men's salaries a?e sigSi^icanJl? hiSher 
Sese~^ '^S'th^"'-'^\^ "^^^ gS x's gJeaL^?^^" 
donrto'^chiev^p^y e^^tj? ^^^^ ^° 
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CAUFORNIA 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



U/A 



All Men 
All Women 



All Men 
All Women 



N/A 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



$30,282 (100%) 
$22,098 (73%) 



COLORADO 



$25,668 (100%) 
$19,341 (75%) 



$23,606 
$18,606 



CONNECTICUT 

(100%) 
(79%) 

DELAWARE 

$20,003 (100%) 
$14,582 (73%) 

DISTRICT OF COLUMBIA 



FLORIDA 



$19,794 (^00%) 
$15,636 (79%) 



GEORGIA 



$17,928 (100%) 
$16,134 (90%) 



HA\'''MI 



IDAHO 



$21,518 (100%) 
$16,loy (75%) 



ILLINOIS 



$26,550 (100%) 
$18,244 (69%) 



INDIANA 



$18,357 (100%) 
$14,637 (80%) 
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All Men 
All Women 



All Men 
All Women 



All Ken 
All Women 



IOWA 

$21,295 (100%) - 1987 
$17,034 (80%) - 1987 

KANSAS 

$21,074 (100%) 
$17,025 (81%) 

KENTUCKY 

$16,616 (100%) 
$14,678 (88%) 

LOUISIANA 



All Men 
All Women 



$16,674 (100%) 
$14,266 (86%) 



MAINE 



All Men 
All Women 



$19,473 (100-5) 
$13,4j6 (95%) 



MARYLAND 



All Hen 
All Women 



$23,304 (100%) 
$18,603 (80%) 



MASSACHUSETTS 



All Men 
All Women 



$23,554 (100%) 
$18,685 (79%) 



MICHIGAN 



All Men 
All Women 



;;26,751 (100%) 
$22,43-^ (84%) 



MINNESOTA 



All Men 
All Women 



$26,597 (100%) 
$19,673 (74%) 



MISSISSIPPI 



All Men 
All Women 



$14,851 (100%) 
$13,039 (88%) 



MISSOURI 



All Men 
All Women 



$21,668 (100%) 
$16,074 (74%) 
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MONTANA 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



711 Men 
All Women 



All Men 
All Women 



All Men 
All Women 



$20,919 (100%) 
$14,852 (71%) 



NEBRASKA 



$21,282 (100%) 
$14,807 (70%) 



NEVADA 



$25,999 (100%) 
$20,665 (79%) 



NEW HAMPSHIRE 



$19,577 (100%) 
$15,336 (7r%) 



NEW JERSEY 



$25,286 (100%) 
$18,120 (72%) 



NEW MEXICO 



$19,111 (100%) 
$16,067 (84%) 



NEW YORK 



$28,250 (100%) 
$20,460 (72%) 



NORTH CAROLINA 



$17,842 (100%) 
$15,845 (89%) 



NORTH DAKOTA 



$20,451 (100%) 
$14,750 (72%) 



OHIO 



$21,987 (100%) 
$17,834 (81%) 
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All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All M'^n 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



OKLAHOMA 



$18,626 (100%) 
$16,631 (89%) 



OREGON 



$27,594 (100%) 
$19,681 (71%) 



PENNSYLVANIA 



$21,725 (100%) 
$17,052 (78%) 



RHODE ISLAND 



$21,755 (100%) 
$17,811 (82%) 



SOUTH CAROLINA 



$18,562 (100%) 
$17,156 (92%) 



SOUTH DAKOTA 



$18,050 (100%) 
$13,845 (77%) 



TENNESSEE 



$16,200 (100%) 
$13,176 (81%) 



TEXAS 



$21,593 (100%) 
$17,038 (79%) 



UTAH 



$22,516 (100%) 
$15,389 (68%) 



VERMONT 



$19,805 (100%) 
375 (88%) 



VIRGINIA 



•; 1,056 (100*) 
$16,641 (80%) 
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All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



All Men 
All Women 



WASHINGTON 



$28,136 (100%) 
$20,226 (72%) 



WEST VIRGINIA 



$15,654 (100%) 
$13,335 (85%0 



WISCONSIN 



$25,891 (100%) 
$19,646 (76%) 



WYOMING 



$22,735 (100%) 
$16,277 (72%) 
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The Wage Gap in State and Local Government: 
whites, Blacks and Hispanics 



The data show that in 30 states, state and local 
governments paid all men more than all women; White r.en more 
than Black and Hispanic men; and Wliite women more than Black 
and Hispanic women, it varies whether Black men and women 
were paid more than Hispanic men and women or vice versa. 

There are exceptions to the above observation in 19 
states: 



• In Arkansas, Hispanic women are paid more than Whites, 
Black men and women and Hispanic men. 

• In Wisconsin, West Virginia, Vermont, Alabama, Missouri 
and Florida, Hispanic men are paid more than white and 
Black men and women and Hispanic women. 

• In South Dakota, Black men ar^- paid the most, and Black 
women arc paid more than white and Hispanic women and 
Hispanic men. 

e In Alabama and Florida, Hispanic women are paid more 
than White or Black women, just as Hispanic men are 
paid more than White or Black men. (In Florida, 
Hispanic women are also paid more than Black men.) 

• In Maine and Texas, White women are paid more than 
Hispanic men. 

• In Ohio and Pennsylvania, Black women are paid more 
than White or Hispanic women. 

0 In South Carolina and Alabama, Black men are paid less 
than all other men and women. 

• In Virginia, Arkansas, Kentucky, Mississippi ana 
Louisiana, Black men are paid less than all men and 
women, except for Black women. 

0 In Georgia, Black men are paid less than white women 
and more than Black or Hispanic women. 

o In Oklahoma and North Carolina, White women ar^i paid 
more than Black or Hispanic men and women. 

® In Iowa, Black women are paid more than Hispanic Women 
and White Women. 
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ARKANSAS 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$18,033 (100%) 
$14,599 (81%) 
$17,875 (99%) 



Women 
$14,925 (83%) 
$13,090 (73%) 
«21,945 (122%) 



CALIFORNIA 



Men 

$31,822 (100%) 
$26,482 (83%) 
$26,922 (85%) 



Worosn 
$22,345 (72%) 
$21,258 (67%) 
$19,535 (61%) 



COLORADO 



Men 

$26,576 (100%) 
$23,351 (88%) 
$21,920 (82%) 



Women 
$19,802 (75%) 
$18,489 (70%) 
$17,524 (66%) 



CONNECTICUT 



White 
Black 
Hispanic 



Men 

$24,022 (100%) 
$20,940 (87%) 
$20,538 (85%) 



Women 
$18,886 (79%) 
$17,443 (73%) 
$16,731 (70%) 



DELAWARE 



White 
Black 
Hispanic 



Men 

$20,967 (100%) 
$16,014 (76%) 
$18,750 (89%) 



Women 
$15,068 (72%) 
$13,374 (64%) 
$1L,333 (73%) 



White 
Black 
Hispanic 



DISTRICT OF COLUMBIA 



FLORIDA 



Men 

$20,940 (100%) 
$19,912 (83%) 
$22,345 (109%) 



Women 
$16,103 (79%) 
$14,303 (70%) 
$17,281 (84%) 



GEORGIA 



White 
Black 
Hispanic 



Men 

$19,426 (100%) 
$15,007 (77%) 
$18,708 (96%) 



Women 
$17,244 (89%) 
$14,656 (70%) 
$14,566 (75%) 
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N/A 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



HAWAII 



IDAHO 



Men 

$21,604 (100%) 
$17,143 (79%) 
$18,381 (85%) 



Women 
$16,168 (75%) 
$16,00u (74%) 
$13,864 (64%) 



ILLINOIS 



Men 

$27,530 (100%) 
$23,926 (87%) 
$24,110 (88%) 



Women 
$17,573 (64%) 
$19,131 (69%) 
$19,620 (71%) 



IND'MMA 



Men 

$18,556 (100%) 
$16,920 (91%) 
$17,879 (96%) 



Women 
$14,668 (79%) 
$14,410 (78%) 
$14,679 (79%) 



IOWA 



1987 EEO-4 Data 

Men Women 

$21,318 (100%) $17,015 (80%) 

$nO,lll (94%) $17,593 (83%) 

$.L9,844 (93%) $17,030 (80%) 



KANSAS 



Men 

$21,379 (100%) 
$18,284 (85%) 
$19,956 (93%) 



Women 
$17,070 (80S:) 
$16,671 (78%) 
$16,546 (77%) 



KENTUCKY 



ERIC 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$17,080 (100%) 
$13,554 (79%) 
$15,684 (92%) 



Women 
$14,813 (87%) 
$13,533 (79%) 
$14,000 (82%) 



LOUISIANA 



Men 

$18,446 (100%) 
$13,263 (72%) 
$18,472 (100%) 



Women 
$15,688 (85%) 
$12,221 (66%) 
$13,639 (74%) 
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MONTANA 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$20,951 (100%) 
$20,000 (95%) 
$20,000 (95%) 



Women 
$14,852 (71%) 
$16,000 (76%) 
$14,105 (67%) 



NEBRASKA 



Me ^ 

$21,391 (100%) 
$19,846 (91%) 
$18,845 (88%) 



Women 
$14,772 (69%) 
$15,710 (73%) 
$14,621 (68%) 



NEVADA 



Men 

$26,407 (100%) 
$23,705 (90%) 
$23,202 (88%) 



Women 
$20,709 (78%) 
$20,359 (71%) 
$19,783 (75%) 



NEW HAMPSHIRE 



Men 

$19,598 (100%) 
$16,250 (83%) 
$18,000 (92%) 



Women 
$15,338 (79%) 
$15,000 (77%) 
$14,667 (75%) 



NEW JERSEY 



Men 

$26,293 (100%) 
$21,405 (81%) 
$21,296 (81%) 



Women 
$18,468 (70%) 
$17,504 (66%) 
$15,755 (60%) 



NEW MEXICO 

Men Women 
$21,177 (100%) $18,072 (85%) 

$18,552 (88%) $15,827 (75%) 

$18,135 (86%) $15,076 (71%) 



NEW YORK 



Men 

$29,730 (100%) 
$25,425 (85%) 
$25,546 (86%) 



Women 
$19,757 (66%) 
$21,062 (71%) 
$20,667 (70%) 



NORTH CAROLINA 



White 
Black 
Hispanic 



Men 

$19,137 (100%) 
$14,650 (77%) 
$15,660 (82%) 



Women 
$16,585 (87%) 
$14,470 (76%) 
$14,706 (77%) 
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White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$20,650 (100%) 
$18,000 (87%) 
$15,200 (74%) 



OHIO 



Men 

$22,370 (100%) 
$19,830 (89%) 
$20,573 (92%) 



Women 
$14,821 (72%) 
$15,000 (73%) 
$12,250 (59%) 



Women 
$17,667 (79%) 
$18,296 (82%) 
?-'.6,737 (75%) 



OKLAHOMA 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$19,060 (100%) 
$15,510 (81%) 
$16,970 (82%) 



Women 
$17,042 (89%) 
$14,850 (78%) 
$15,413 (81%) 



OREGON 

Men Women 
$27,754 (100%) $19,700 (71%) 

$26,030 (94%) $20,088 (72%) 

$244,067 (86%) $18,692 (67%) 

PENNSYLVANIA 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$22,003 (100%) 
$20,693 (94%) 
$19,789 (90%) 



Women 
$16,708 (76%) 
$18,120 (82%) 
$16,927 (77%) 



RHODE ISLAND 



Men 

$21,844 (100%) 
$19,119 (88%) 
$20,173 (92%) 



Women 
$17,844 (82%) 
$17,223 (79%) 
$16,667 (76%) 



SOUTH CAROLINA 



White 
Black 
Hispanic 



Men 

$21,028 (100%) 
$1^,767 (70%) 
$18,364 (87%) 



Women 
$18,494 (88%) 
$15,317 (73%) 
$19,428 (92%) 
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SOUTH D. .XOTA 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



White 
Black 
Hispanic 



Men 

$18,096 (100%) 
$18,800 (104%) 
$11,000 (61%) 



Women 
$13,831 (76%) 
$14,572 (81%) 
$13,000 (72%) 



TENNESSEE 



Men 

$16,726 (100%) 
$14,648 (88%) 
$16,154 (97%) 



TEXAS 



Hen 

$23,871 (100%) 
$18,869 (90%) 
$17,253 (72%) 



UTAH 



Men 

$22,685 (100%) 
$18,968 (84%) 
$19,082 (84%) 



Women 
$13,568 (81%) 
$12,119 (72%) 
$14,000 (84%) 



Women 
$18,226 (76%) 
$15,908 (67%) 
$14,852 (62%) 



Women 
$15,433 (68%) 
$16,091 (71%) 
$14,552 (64%) 



VERMONT 



Men 

$19,798 (100%) 
N/A 

$23,750 (120%) 



Women 
$17,375 (88%) 
N/A 
N/A 



VIRGINIA 



White 
Black 
Hispanic 



VThite 
Blaek 
Hispanic 



Men 

$22,330 (100%) 
$17,266 (77%) 
$20,847 (93%) 



Women 
$17,566 (79%) 
$15,357 (69%) 
$18,107 (81%) 



WASHINGTON 



Men 

$28,246 (100%) 
$25,976 (91%) 
$23,981 (84%) 



Women 
$20,319 (71%) 
$19,926 (70%) 
$18,620 (66%) 
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White 
Black 
Hispanic 



White 
Black 
Hispanic 



WEST VIRGINIA 



Nan 

$15,737 (100%) 
$13,691 (87%) 
$20,000 (127%) 



Women 
$13,349 (85%) 
$12,947 (82%) 
$14,800 (94%) 



WISCONSIN 



Men 

$25,978 (100%) 
$23,973 (92%) 
$27,573 (106%) 



Women 
$19,784 (76%) 
$18,829 (72%) 
$19,253 (74%) 



WYOMING 



White 
Black 
Hispanic 



Men 

$22,947 (100%) 
$18,143 (79%) 
$18,849 (82%) 



Women 
$16,374 (71%) 
$17,167 (75%) 
$14,816 (65%) 
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Examples of Jobs that Have Been Upgraded 
to Correct Gender- or Race-Based Wage !nequitiec * 
in the Public Sector 



Account Clerk 
**Jtivities Assistant 
Administrative Clerk 
Administrative Secretary 
Administrative Support Assistant 
Billing Clerk 
Caseworker 

Classroom Aide ® 
Clerical Worker 
Clerk 
Cook 

Correction Counselor Series 
Court Clerk 

Customer Service Representative • 
Data Entry Operator II 
Data Entry Operator III 
Eligibility Worker 
Financial Assistant 
Food Service Worker 

Kail Monitor 9 
Health Room Technician 

Human Service Worker 
Institutional Attendant 
Keyboard Operator 
Kitchen Helper 

Librarian ^ 
Library Clerk 
Licensed Practical Nurse 
Maintenance Assistant 
Medical Technologist 
Office Assistant III 

Office Technician I ^ 

Paraprof essional 
Police Record Clerk 
Purchasing Officer 
Recreation Leader 
Registered Nurse 
Research Analyst 
Resident Treatment Workei 
Secretary I 
Social Services Aide 
Social Worker I 
Staff Clerk 
Stenographer 
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Switchboard Supervisor 
Teacher Aide 
Teacher 

Tourist Information Assistant II 
Typist 

Unemployittent Compensation Associate I 

Source: National Committee on Pay Equity Questionnaire on Public Sector Pay Equity 
Ai.:ivity. 1979-1989, selected responses. 
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Glossary of Terms 



Due to the technical nature of the process involved 
in eliminating sex- and race-based wage discrimination by 
conducting a pay equity study, definitions of the terms 
used throughout this report are provided below to assist 
readers in understanding the text. We gratefully 
acknowledge the work of the Pay Equity Commission in 
Ontario and the Pay Equity Bureau in Manitoba, Canada for 
many of the definitions in the glossary that follows* 

Across-the-Board-Increase, An identical pay increase 
given to every worker in a specific bargaining unit, or 
across the entire workforce of a particular employer. 

Bargaining Unit. A group of workers represented by a 
union and recognized by the employer for the purposes of 
collective bargaining. 

Benchmark Jobs. A representative sampling of jobs 
covering the spectrxm of jobs in an organization. 
Benchinark jobs can be used as reference points in the 
design and application of a job evaluation system. 

Classification* A hierarchical structure of jobs, 
usually arranged into classes or pay grades according to 
some form of job evaluation. 

Collective Bargaining. A method of determining wages, 
hours, and other conditions of employment through direct 
negotiations between the union and employer. 

Comparable Worth. A term used by the National Committee 
on Pay Equity interchangeably with the term pay equity. 
See "pay equity." 

Compens2Q>le Factor. Any factor used to pro\ Ide a basis 
for judging value in a job evaluation scheme. The most 
commonly employed compensable factors are skill, effort, 
responsibility and working conditions. 

Disproportionately-Minority Job Classification. A 

disproportionately-minority job classification is one in 
which there are at more Black and Hispanic workers than 
would be expected given the proportion of Black and 
Hispanic women and men in the workforce. 

For example, in the state of New York, over 21 
percent of all state employees were people of color (17 
percent Black, 3 percent Hispanic, one percent all other 



151 



^ NCPE/PAY EQUITY ACTIVITY 1979 - 1989 



151 



racial/ethnic minorities) , therefore, a 

^h?K°?n''J^°"^^^^r'"^"°''^^y classification is one in 
whxch 30.8 percent or more of the persons holding the iob 
are Blacks or Hispanics. ^ ° 

Effort. The measurement cf mental and physical 
asligned^Jaskl'^^''^'^ in a job to adequately perform the 

^""^ ^"^^^ '^^^ principle that a woman < 

f"" f"i>stantially the same work as a man in 
an establishment should receive equal pay. 

Equal Pay for Work < f Equal aue. The principle of 
paying equal pay for diffe_ .c jobs in an organization 

vllul ?n%h;^^'™^"^- t°.=°"tribute the same or comparable « 
value to that organization. A principle which will 
eliminate gender-based wage discrimination. The terms 
pay equity or comparable worth can also be used to 
describe this concept. 

n?!^°f;,-^h ^^^^"^ component or part of a job evaluation i 
plan which is used to measure characteristics of a job 
For example, for pay equity purposes, the four factors* 
condiJionf ^ ' responsibility and working 

^J?^°Lf°°Pf'"°^- A method of job evaluation in which 0 
relative values for each of the number of factors of a 
pob are established for the same factors on selected or 
key jobs. 

Female-Dominated Job Classification. A job 

classification where a majority of the incumbents in the i 
Class are women. For example, many states examine 
classifications that are 70 percent of more female, which 
often includes clerical and other classifications. 



Job pesctxptxon. A description of the nature of a 
particular 30b, its relationship to other jobs, the 
working condition, th'z degree of skill, effort 
responsibility, etc., and the qualifications required to 
do the work involved. y,^ 

Job Evaluation. The process of comparing the value of 
Dobs in order to determine the position of one job in 
relation to another. Jo« m 

Job Evaluation System. An evaluation system capable of 
measuring skill, effort, responsibility and working 
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conditions. 



Job Hatch Study. A study in which jobs from one 
jurisdiction are matched with those in one or more 
jurisdictions which have already completed pay equity 
studies, and pay equity adjustments are then estimated 
from the results of other studies. 

HalQ-Domlnated Job Class. A job class where a majority 
of the incumbents in the job class are men. For example, 
many states examine classifications that are 70 percent 
of more male, which often includes maintenance and other 
cl ass i f icat ions . 

Occupatirnal Segregation, The clustering a class of 
workers, such as women, into a narrow range of 
occupations. For women, these jobs are primarily 
clerical, sales, service and health care. 

Pay Equity, Mosr women and people of oolor are still 
segregated into a small number of jobs. These jobs have 
historically been undervalued and continue to be 
undeirpaid because of the gender or race of the people who 
hold them, ^ Pay equity is a means of eliminating gender 
and race discrimination from Wu-^e-setting systems. By 
requiring that employers use gender and race bias-free 
criteria to set wages, pay equity elLninates wage 
discrimination between, as well as within^ job 
categories. 

?ay Equity study. See definition in Overview under "Pay 
Equity Activity Levels: Definitions." 

Pay Equity Adjustment. See definition in Overview under 
"Pay Equity Activity Levels: Definitions." 

Point-Factor, A method of job evaluation in which a 
rating scale is constructed for each factor, each factor 
receives a numerical score, scores are totaieo and a job 
value is established. 

Regression Analysis, Used to test for the impact of an 
independent variable while statistically controlling for 
the effects of other independent variables. For pay 
equity purposes, it is used to estimate the relationship 
between point values of evaluated gender-dominated and/or 
disproportionately-minority jobs and the pay rates. 

Responsibility, Aspects such as the accountability or 
decision-making components of the job. Often measures 
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?e?a?Sn=°%nL^;?P°''^^^^^^^y factors, human 

relations, supervision. 

t^^t^r^'i'^ ^i""^' .^^^ determination of the female or male 
?he Sn^^??°^''''^-^^ workplace. The pay line identifies 
.he general trend of an organization's pay practice as 
applied to male and female-dominated job classes. 

Skin. The level of knowledge or ability required to 

""^^ ""^^^^ °^ Often measured in terns of 

education, experience and training. 

sub Factor. A further breakdown of identified factors. 
In 30b evaluation plans, a factor such as skill could 
have sub fa --tors such as education or on-the-job 
training; ax-i:ort would be broken down into sub factors 
such as physical effort and mental efforr. 

wage Gap. The difference between the average wage paid 
to men and women or between white men, who are not 
subject to sex- or race-based wage discrimination, and 
white women and people of color. 

Weighting. The process of allocating a higher emphasis 
to oTie factor than another, so that the factors 
con- idered to be of relatively greater importance to an 
organization assume greater importance. 

Working Condition?. Encompasses the environmental 
surroundings and also the conditions under which the 
tasks are performed. These conditions could be either 
physical or psychological. «-Li.ner 



0 



Definitions adapted from: Job Evaluation. Winnipeg. Manitoba: Pay Equity 
Bureau, 1988: and How To Do Pay Equity Job Comparisons. Toronto. Ontario- 
Pay Equity Commission. 1989. 
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National Committee on Pay Equity 
Questionnaire on Public Sector Pay Equity Activity 



Please respond to the questionnaire with as much 
information as you are able and attach any related 
documents and descriptive information. Thank you. 



I. Name of Jurisdiction: 



(state, county, city, university, school district, other) 

2. If there is pay equity legislation pending in your 
jurisdiction, please cite the bill(s): 



3, If there is litigation pending in your jurisdiction 
that involves pay equity, please enclose any related 
plead-^ngs, decisions, contracts, press releases or other 
r'escriptive information and cite the case(s): 



PAY EQUITY RESEARCH/DATA COLLECTION 

If your jurisdiction has engaged in this activity, please 
cite the year(L; in which it occurred, or indicate 
"ongoing" and conplete this section of the quescionnaire. 



Year(s) 

4. Please indicate the nature of any pay equity 
research/data collection: 

• Identifying occupational segregation [ ] 

• Studying wage inequities in general [ ] 
9 Identifying wage gap between sexes [ ] 

• Identifying wage gap between disproportionately 
minority and white-dominated job categories [ ] 
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• other 



5. 



Was a comirission or task force appointed? 

[] YES 



[] NO 



PAY EQUITY STUDY 

If your jurisdiction has engaged in this activity nlease 
cite the year(s) in ; hich it occurred, or indica?; ^ 
"ongoing," and complete this section of the 
questionnaire. 



9 



Year(s) 



6. What is/will be the completion date of the study? 

nA-in-H^i'^ l^^ study/will the study include the use of a 

in rel2?on%^'^^''^"'/\°^''^^ ^° evaluate dissimilar jobs 
m relation to a set of common factors? 

[] YES [] NO 



8. 



Was there/will there be a comparison of salaries: 

• betveen female- and male-dominated categories? 

[] YES [] NO 



• between disproportionately minority 
dominated categories? 

Who conducted/will conduct the study? 



and White- 
YES [] NO 



9. 



0 



10. What was/will be the cost of the study? 



9 



JOB EVALUATION STUDY 



il. Has your jurisdiction conducted a job evaluation 
Ztly^llyf'^*' ' point-factor systei but not^^p^y 

[] YES [] Nr 
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12. Has your jurisdiction conducted a job evaluation 
study in addition to a pay equity study? 

[] YES [] NO 



PAY EQUITY ADJUSTMENTS 

If your jurisdiction has engaged in this activity, please 
cite the year(s) in which it occurred, or indicate 
"ongoing," and complete this section of the 
questionnaire • 



Year(s) 

13. How many classifications were/will be upgraded to 
correct gender- or race-based wage inequities'^ 



14. How many individuals will be affected by a pay 
equity adjustment? 

15. Please list five (5) classifications that were/will 
be upgraded: 



IMPLEMENTATION 

If your jurisdiction has engaged in this activity, please 
cite the year(s) in which it occurred, or indicate 
"ongoing," and complete this section of the 
questionnaire . 



Year ( s ) 

16. How was implementation of the plan authorized? 



(legislation, personnel dept., collective bargaining, 
other) 

17. Was implementation/will it be the result of a pay 
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equity stud^" 

[] YES [] NO 

e^ity f '""^^ take/d-d it take to implement pay 

19. How will funds be/how were funds allocated? 

tcoiiective bargaining, legislative approp riation, etc.) 

20. What will be/ what was the average percentage and/or 
dollar amount of adjustments? e^i-cige ana/or 



21. Please give some representative examples of ' 
pml??; 5- "-^"^ ^^^^ receive/have received pay 

bfiA^oI^^f was/will be the percentage of the payroll 
budget for pay equity implementation? f 



23. whar organizations were involved in your 

o^a^n?i?^t°"'^ ''^''^ °" ^'^i^y- (Unions, women's 
organizations, advocacy groups, etc.) 



it'.r.l ^'-^^^^^y implementation is ongoing or completed 

1?.? ^hf •^''•^!?-'-f^''=^^°"= ^^^^ are awa?e of, pleasf • 

ii?^-n • J'^^^^f^^tion and a contact from whom we could 

obtain information about the jurisdictions below 
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ERIC 
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25. This survey was completed by: 
NAME 



TITLE 

ORGANIZATION 
ADDRESS 



PHONE NUMBER ( ) 

[ ] I would like to remain a contact for the 
jurisdiction for which this questionnaire has been 
completed. 



Please return your completed questionnaire to: 

NATIONAL COMMITTEE ON PAY EQUITY 
1201 Sixteenth Street, N.W. Suite 420 
Washington / D*C. 20036 

Thank you for taking the time to complete the 
questionnaire. 
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Justice You Cau\ Baink On 

SM 



National Committee on Pay Equity 
1201 Sixteenth Street, NW 
Suite 420 
Washington, DC 20036 
(202)822-7304 



U2 
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END 

U.S. Dept • of Education 

Office of Education 

Research, and 
Improvement (OERI ) 



Date Filmed 
March 29, 1991 



